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AY
\persons from business and industry who are technically competent,
‘but unprepared to teach, advise or assume other responsibilities of

PREFACE

The need for a National Conference on Perséﬁnel Development for
Post-Secondary Vocational and Technical Lducation Programs of Less
Than Baccalaureate Degree is the result of the problem of employing

a\ teacher. In addition, persons are employed for post-secondary
téaching positions ifi two year community-junior colleges and tech-
nical institutes whose preparation was for entry into secondary
schools, four year colleges and universities. Both of these groups
of persons may be improperly prepared to teach at the two year post-
secondary level and, of course, need to be up-graded in their disci-
pline, e.g., technological changes or foreign Jlanguage changes after
entering teaching.

This is Volume II, Personnel Development Programs, a result of
the Conference. The programs déscribed are institutional programs,”
not departmental or for special groups. They are also programs
that are continuous in operation. N :

Volume I contains the results (othetr than program descriptions)
of the National Conference conducted January 18-21, 1976 in St.
Louis, Missouri. These reports reflect a concern not just for
vocational and technical staff but for all staff within community-

" junior and technical.colleges.

"
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£ j
PERSONNEL DEVELOPMENT PROGRAMS

) ’ ) o ~ i
Based upon the EPDA specifications for the Conference and the
inputs of the advisory committee, seven objectives we:a_stated for
the Conference. The two objectives which apply to this volume are:
/

1. Identlfy exemplafy personnel programs for post-secondary
vocational and technical education throughout the nation.
The emphasis will be on those programs being conducted
within institutions such as community and junior colleges.
. University and four year college programs will be examined
only if recommended as integral parts of the post—
secondary personnel development program.

bll h a dESEflptiOn of exemplary pfagrams for preparing
ull time professional and adjunct personnel which will:

e useful for establishing and maintaining professional
taff development programs. : y A

m o wr-n ""U‘

- The conference participants were given the following guidelines
for writing their program descriptions: .

Objectives of program

-Organization of program

Cost of program .

Motivation of staff : , : A
Padagcgiﬂal skills emphasized -

Technical content emphasized

Ccnstrainta on program

Evaluatlon process . : _ : . .

: Although the fallowing program descriptions do not follow these
guidelines prec;sely, the information concerning these areas can be
found in most reports. It is believed by the editors .that much
valuable information can be found in these descripticng. Please
note’ that the reports are giveﬂ by state in alphabetical order.

T
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THE FACULTY RESOURCE CENTER
. AT :
PIMA COMMUNITY CDLLEGE

Patrlgia Hruby
. Jchn A, Tirrell
‘ Arlzona

e

1. REFERENCE LIBRARY AND SEARCH FACILITY

The Faculty Resoutce CEﬂEEf (F.R.C.) houses a resource library
of books, periodicals, and media presentations on topics concerning
curriculum and instructional design, management, and innovation.
The center also serves as a search facility for faculty requesting

specifiec information concerniﬁg discipline materials. .

A file of the F.R.C. collection Qufrantly availablé and of
materials on order is kept by the librarian. A file of all other
holdings, exhibits, reports is also maintained. A reference file
of curriculum and instructional materials available from commercial
sources and from other educational institutions as well as a refer-

- ence file of articles relating to instructional innavaticn, practices,

media, methods,zand management is available

The F.R.C, 'is open from 8: 15 a.m. to 4:45 p.m., Mcnday thraugh
Frlday for braw51ng The resource librarian is available for con-
sultatlan durlng Ehose hours. Faculty wishing to use the library

2}- STDRAGE AND DISPLAY

The F.R.C. maintains a catalog of curriculum and instrua;ional
development projects under way at Pima and samples of completed
projects including instrugﬁianal materials, reports, workshop
descfiptloﬂs and materials, etc. This serves the dual’ purposes of -’

(1) making materials readily available to interested persons

(2) attracting and .interesting casual visitors.

3. CONSULTING | | B

One of the original functions of the F.R.C. 1s providing a
consulting service for the faculty on an internal basis. Resource
people will be available in the F.R.C. . so that faculty members ‘can
consult for advice on ﬂurriculum and instructional improvement and
_on matters of professional development.

1
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Based on past experience, féguityihave requested aid in the
following areas: ’

(1) curriculum development

(2) educational technology includiug course de sign, instr

tional design, instructional materials, record
ete.-

[

o

I

1
aom
[l 3.1

=

ra

L

(3) educational psychulogy inaludlng learn;ng theory and
student evaluation (testing)

(4) evéluation - including evaluation of instructional
matérials, teaching performance and skills.

consulting is available on a drop—in basis but to assure the
best serviée, call ahead and reserve some time.

s

4. PROBE ' : T
The Faculty Resource Center publishes an occasional newsletter,
-PROBE, whose purpose is to publicize, promote and otherwise
encoutage activities concerned with curriculum, insttucticnal and
pfufe551onal development
\ ) /o
Appearing three or four times a semester, PROBE encourages 7
contributions from Pima staff on subjects such as:- ' ' :

(1) curriculum and instructional projects being pursued by
faculty ' ’

(2) innuvatiunal instructional activities at other institu;iqns

(3) programs, items, activities related to staff development
© in general '

(4) references to sources of iﬂformation about curriculum
and inEtfuCEiDﬁEl innuvation.

Copiles are distributed to the Entiré full time and associate

faculty, administrators, and support personnel. Suggestions for
additions to our outside mailing 1152 are welcome.” . . /

\.'—\ . %

", AGGREGATE . "

Aggregate is the name chosen for short, simple annotated
bibliographies of books, articles, materials, etc., on specific
"educational topics. These are compiled and distributed to interest
faculty. Coples of all Aggregates are Egpc on file in the Resource

17



Center and a list of curfently available titles is published in
PROBE. _—_ :

Fazulty wishing to receive. a personal copy or a glven tltlE
or to suggest a title should contact the F.R.C.

@

, :
TOPICS
1} Instfﬁctianal'Develépmantxby Sﬁbject Area

/ : :
2. Curriculum Development Ey Subject Area
3. Individualized Instruction %
4. Educational Evaluation - |
5. éClassfaDm Hanagem%nt o _ __\
6. Student Motivation =
7. Computers in Edu;étiﬁn

8. Educational Pl?nning o _ - - \\

And others as requested.

6. THE LUNCH SEMINAR PROGRAM,

This cansists of a geriesvof iﬂfafmal seminar- type meetings
held over a bag lunch. Tapics are of an educational nature con~
sidered of 1nterest to all fazulty Genarally the format canéists
of a round table discussion or question and answer session with
one or more individuals primarilx,respansible for the topic, - This
session 1s used to report items of interest to faculty, to explain
some item in detail at an appropriate point in time, or to test out
interest in a partlgular item, Individuals returning from, con=
ferences or trips can use the semipar o share information with
others on campus. Coffee and te Q;FE vailable for participants.

Seminars are scheduledr for alternate-days to give different
faculty a chance to attend. , Should interest warrant, a given
topic can be repeated. ) '

. » ;
, The F.R. C. suggests a number of tentative topics for the year,
Time and day slots ape kept open to be filled at short notice as
the semester progresses, Anyone interested in proposing a topic .
simply contacts the F.R.C. ‘ s

18
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A’'flier announcing Ehé'tcpicfénd'speaker for the week -reaches
faculty on the day before the seminar is scheduled.

" SOME TOPICS ) ) .
. Diagnostic Test Center ¢ | |
"Current Registration D%tians

P.C.C. Studgnt:Cha:acéerisiies ‘
Faculty Grant Ftogram:_-A New Emphasis
Visit to the-AltETnatiVé_Léafning Center
Institutional Service Growth Program

“Pima Development Program \
RéViéﬁinggthe CBI Approach

redit by E;éﬁinatian .
The Community Caﬁpus - i
- Visit to the Social Science Learﬁing Center . o .ff S

The Subject Area Coordinator
Helping Associate Faculty
Workload in the Agééof Individualized Instruction

Curriculum Plsﬁﬁiﬁg With Mini Courses and Modules

7. THE WORKSHOP PROGRAM

Two types of workshops are offered through the F.R.C.:

: ' ' /
. (1) In depth, semester long, repeatable offerings involving
faculty in an activity designed to produce an end product

directly applicable to the instructor's current assignment.

(2) Shorter intensive sessions on a particular topicJ

hcurs aE graup session per ‘week with individualizéd wark as appro—
. priate. To allow faculty to. plan schedules in advance, Monday and
Tuesday afternoons at 4: OD p m. have been established as the usual
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time for these sessions. Short wafkshaps msy be scheduled at appras
priate times d uring tle sEmester

In general workshop facilitators are chosen from the faculty
whenever possible because of their availability and thelr knovwledge
of speciflc Pima concerns. Faculty who have developed skills and
have. an” interest in disseminating that skill to others in this
format are asked to make their interest known to the F.R.C. A

. file of such faculty and topics is being compiled by the F.R.C.

_ When they meet the qualifications outlined for the PPG programs,
‘workshops carry one or more PPG credits. Full time participiting
faculty will receive PPG credit while facilitators may be com-
pensated by (1) overload contract, (2)" PPG points, or (3) released
time subject to the approval of the Dean of. Instruction

To prevent conflicts and/or dupligations and to assure that
appropriate PPG credit is assigned, any individual or group
interested in sponsoring or facilitating a workshop should contact

the F. R C. in 3dvanae of the semester desired.

Registratian for wckahOpS is done through the F.R.C. and
genarally -a, glven warkshap is offered if ten or more Eaculty
register e .

For all warkshops thE F.R.C- prepares an initial syllabus .
with the facilitator, arranges for PPG- credit, distributes informa-_

tion to all who may be interested, registers participants and

_forwards a completion report to the Dean of Insttuctien ‘and _the
PPG Committee, =

4

The workshaop facilitator has the respansibility to pEEpare'a
detailed syllabus of the workshop and a copy of all materials used
for permanent file in the center, an evaluation (personal and

~participant) and a completion report. _ :

8. FACULTY FORUM -

We preseatly conduct a series of monthly gatherings on topics
not specifically related to either Pima College or to education
subjects, but merely on any topic that would serve the purpose of

' interesting ‘and stimulating faculty. Such topics might include

recent advances in dis;ipliﬂa related areas or general knowledge
topilcs of interest.. The forim was established as an of f-campus

;-Evéﬁing function and those attending feel it should be continued.

Meetings are scheduled about Every five or six weeks with the
evening rotated to allow for different gchedules. An gffe;ampus
location adds a note of sociability and enhances the attempt to
discuss matters that do not specifically relate to the college.

20 .
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the week before a. meeting.

and some require additional follawSuaAactivity.

It haa been suggested that each division might- spansor a forum

during tha year.

Fliers aﬁnounclng the topic date, and location are sent out -

9. MINI-WORKSHOP

There are many topics which require more than a brief intro-
duction but less than a semester workshop. Such topics can best
be covered in the mini-workshop format, an intensive three hour

. presentation designed to give participants more than a nodding

acquaintance with the subject. This time format should make the
foarlnga attractive to associate faculty as well as to, full Eima

staff.

each month. Each mini-workshop consists of a three haur session

=

A total of ten offerings from a suggested list afa made, one

.Facilitators may be Pima faculty with necessary -skills and
interest or outside consultants iAs appropriate. Facilitators
develop a writzaﬁ outline of sthe mini-workshop aﬂd conduct an
evaluation at Eha end of tha aeasian '

Particlpanaa;ragiazaf in advancerfor these sessions which are
held only lf tan or mcra*peapla indicata intaraati Facuity com-

may racaiva one PPG cradit

1975~PRDGRAM

1. '"Moda, Minia, Micraa, etc." - Alternative COUfae Configurations:

- rationale, maahaniama, advantages, and disadvantages of other
course fnfmatq :

Q”az_ "Curing;tha Fuaaiaa' - Revising Inatructianal Ob j ctives: A

quick brush-up on the who, when, what, and where of objactivaa;

K“Bfing your own (either pErfacE or parfactly horri le): abjactivaa%

‘to-"serve as working examples.

s & .

) N L - . _ . '
3. '"Exclusively Yours" - Individualizing Inatruéticn* What does it
: actually mean? What are the components of a good prggram? How
do you go abaugxgatting started? '

4. "Skinner in HyVC1aaarogm" - Behavior Modification: Applications
- of the tachniquaa»of\bghavig:i‘ Modification of instructional
design and teaching behavior. :



5. "Teaching as a Performing Act" > Some rather fundamental steps
~_you can _take to improve yoUur "performance’ in the classroom.

6. "The Alternative Learning Center' - What is it? ‘What's happening

over there? How can you use it? ' .

. . ! 3 .

7. '"Our Computer Loves Us = Sort Of" -~ The computer as an educa-
tional tool: An overview of how it can be used as an educa-
tional adjunct with special emphasis on Pima's. facilities.

8. "You've Come a Long Way Baby, But ..." = The women's program

- at Pima. Did you knpw théfe was one?

A

9. "I'm OK or Am I" - Prpfess;pnal Self Appraisal The teacher
" can evaluate his own performance -

10.° "Mastery Learnlng and Bloam s Taxonomy'' - The Epnpépt of learn-
‘ing for mastery, need for individualized iﬁstruttlpn, taxpnomy
of. instructional objectives.

11. DESLgn;ng a Learnlng Package = Given a model, participants will
d251gn a learning package fpr use with thei% own students

10. INSTRUCTIONAL MEDIA FAIRS

. Each year the number and kind of instructional resources.

. available increases. It has become almost as difficult for faculty
to keep up with these offerings’ as it is to keep up. with the
knpwledge explosion. /

- Q-
Instructional media fairs:
(1) provide interpsted faculty with a tonpentrated display
of materials; . .

(2) stimulate Eapulty who would not ordinarily seek out such
information on their own; and | T s

" (3) enable'fpculty tp_review materials ‘as a group.

‘ The fairs are a series of displays of commercially available
instructional materials. Each month the resource center concentrates
on one division, organizes a display of catalogs, samples, etc., for
preview and review by division faculty for a few days.

- i Faculty wishing to see any Specifiﬂ item shpuld contact the
'~ center or the curriculum facilitator for their division at least a
month in advance of the scheduled viewing session.




DIVISTON
. Health Carecrs........ A_,;Ss=v**’*SSé§’S;‘

o Business...... . il iee st
Math, Science, Electronicst..

- Fine—AfFs5.... -
Human ResOUurces.........veveesssss::.2::March

- General StudieS.........veoveseeennsq....April
11, COLLEGE DEVELOPMENT WEEK ,
The F.R.C. will cooperate with the Office of Instructional
Services in planning and implementing a program to provide a -

'usefulmwegkruf development activities at the beginning of second
semester. ' ’ T T e
, The College Development Weely has been dedicated to meetings

and workshops designed to enhance both institutional and personal
professional development. 6

oA
1

© /2. MONITORING FACULTY INTERESTS AND SKILLS

-

The F.R.C. attempts to be a central clearing house for-
information. 1f you have any needs or interests that are not
being met, let us know and we will see what can be done.

In addition, we neced -to know about the skills and information
you have that might be of use to others. : ’

.

]

s,
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Aruitoxt provided by Eic:
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) "7 MARICOPA COUNTY COMMUNITY COLLEGE DISTRICT

T TRAINING AND STAFF DEVELOPMENT, PROGRAM
e S FOR PART-TIME OCCUPATIONAL INSTRUCTORS

Vi%gil D. Hoover .
Arizona

The Community CoYlege District Training Unit is a service
function that was added to the District ,administrative structure.
to provide support for the Vice-Presidents in charge of both certifi-
cated and clas;ified'gmp}oygésg '

‘ The Training Unit is a viable changing structure that is
designed to do much more than fight brush fires, it must consider .
what is ahead two, three, four, or five years down the road. The
Training Unit is integrated with other planning components within
the District, -i.e.; expansion plans, change-over or new directions,
manpower needs, and renewal of both regular and adjunct faculty in
a way that provides training on a controlled time basis. -
The Training Unit attempts to provide a realistic way of
; ascertaining the personnel needs of the District, the aspirations
./ of the employees and the community factors ‘that will dictate the
training to be.offered. A’ systematic approach is employed to collect
. and analyze job data.and curricula development which can be corre-
‘lated with the enormous internal training capability available in the
District. The Training Unit engages in training program development
when specialized training activities are needed. It also offers
logistic support to any workshop, seminar,' program, or meeting for .
any District sponsored group or committee. It has basic responsi-
bility in the orientation of new claésified employees and it coordi-"
- nates the orientation of adjunct faculty with the Deans of Continuing
Education.. » : : ’ :
. ! : A o A
, The Training Unit also has the primary responsibility to pro-
vide a comprehensive teaching competency program for adjunct faculty..
It has identified the areas’of_teaching competency, engaged in \f}: g
materials development for either self-pacing or small group instruc-
tion, located and/or trained the trainers, and maintains records:

At some point in time the Training Unit performs the follpwing
duties and responsibilities: :

Formulate and supervise training policies. o //
Ascertain the kinds and amount of training needed.

~,Identify the financial, physical and personnel resources
“,available "to meet the training needs. /

&

9
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o
‘respective Learning Units has been ident

10

' Muke arrangements Eof tralning.
Design training programs to be conducted withln the Distric
Consult with Deans, Managers and Superviscrs to‘help

‘differentiate between training and’ non-trainirdg problems.
Resolve training related problems. :

+Assist line and staff persnnnel conduct training sessions.

" Train the trainers. =, o
Advise on instructional matters.

Instruct some training sessions.

. Composing and arranging for the productlon of Eraiﬂing alds.
Operating, storing, and maintaining instructional equipment. _ e
Operate training facility. f , S
Maintain records of employee training. /
Budgeting and controlling of training caSts
-Provide liaison with training Drganizations and Vendors

: It is the gnal of the Maficapa County Community College
Dlstrict Trainlﬂg Unit to provide the District with a ready source
of alert EfflClEﬁE workers who will ensure that the objectives of
the District ‘will be accomplished while rec0gnising the individual
employee contribution and career aspirations. . a

VPARTiTIHE-DCCUPATIDNAL INSTRUCTOR TRAINING PROGRAM

BACKGROUND INFDRMATIGN AND INSTRUC ONS

™

BACKGRDUND INFDRMATIDN

The part-time accupational instructor trainiﬂg program 1s
designed for those instructors who hold Eullstime jobs in industry,

bu iness, or: government and who teach on a part-time basis in the -

community college.

. It is generally agreed that instruction can be effective only
if one has competency in both, the fechnical content and in the area
of instructing. The instructor who has competency in only one of -
these areas, places the learner at a disadvantage for efficient and
effective learning; ) 2 o ' o

Instructors selected to teach cgcupatignal courses are identified
on the basis“of their technical competency as the number one cri-
terion rather than instructing ability. This does not preclude that -

some instructors may have competency in both areas. However, in most

cases, the technically competent beginning part-time occupational
instructor has not had the time nor. the opportunity to gain experi-
ence as an instructsr. :

five modules and their :
tified and developed to pro- e
vide part-time instructors who teach adult occupational courses with '

a1 .
" T . .

The content which is divided i.f
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the appOftunlty to improve thEif 1HEEEUEC1DD31 methods and technl—
_ques,, The modules and Learning. Units* have been identified and
' verified by employed occupational instructors and supervisors as
the content most 1mpnttant and useful taward the develapment of
efficient instruction, ¥
Following is a list of the five Modules -and twenty seven Learns
-ing Units which were identified and based on speclflc tasks (obtained .
through a questlannalre) considered most important by the occupational
instructors, and Sup51v153rs, and the suggested clcck hour allotment

7
. for each.**

W

MDDUTE 1 ORLENTATION AND INTRDDUCTION (5 hcurs)

Learning Units - 1.1 Orientation to tEe Ccmmunity Collega (1 haur)
‘ 1.2  Post se&aﬁdary Dccupational Education (1 hour)

1.3 The Part-Time .Occupational Instructor (2 hours)
1.4 _Caunseling and Guidance of Students (2 hours) .

MDDULE 2 LEARNING AND TEAGHING (10 haufs)

Drganizlng the Class (2 hours) -
Describing the Adult Learner (2 haurs) -

| Learnlng Units 2.1
2.2 .
2.3 Learning Principles Applied to Adults (2 haurs)’
2.4
2.5

L3

Motivating Students (2 hours)
Resolving Classroom Problems (2 hours)
- . _

MODULE 3 PLANNING INSTRUCTIDN (20 hours) :

Introduction to Planning Instruction (2 hours)
‘Canducting Instructional Analysis: (3 hours)
Planning Course Qutlines and. InsEruct101ala
Schedules (3 hours) .

Writing Performance Objectives (3 hours)
Lesson and Session Planning (3 hDufE)

Planning Teaching Aids (3 hours)

“‘Planning Written Instructianal Matefials

(3'hours) - o

Learning Wnits

u

L Lo
P
W B

LWL L
~ O

g

*The selection of modules and Learﬁing Units is based on a
 study’ compieted at MICC during the 1974~75 school year, . including -
responses to a prepared questionnaire from 80 part-time occupational
instructors, 33 full-tim= occupational instructors, and 22 admin-
\.istratars, supervisars, and ccordinators of azcupatiﬂnaL education

pfaggams ‘

**Gee Listing of: "HDﬁULES LEARNING UNITS, AND: LEARNING UNIT
. TASKS" for the complete listing 6f tasks Angluded in each of the
~above Learning Units, .

E
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MODULE 4 PRESENTING INSTRUCTION (20 hours)

Presenting Effective Instruction (2 hours)
Leading Group Discussions (3 hours)
Demonstrating Manipulative S5kills (3 hours)
Use Questioning Techniques (3 hours)
Presenting Illustrated Lectures (3 hours)
Using the Case Study (3 hours)

Presenting Content Using Films and Tapes

(3 hours)

[t

Learning Units

4
4
4
4,
4
4
4

A e R W i W N

MODULE 5 EVALUATING INSTRUCTION (10 hours)

Learning Units 5.1 Evaluating Procedures and Criteria (2 hours)
5.2 Constructing Informational Tests (3 hours)
5.3 Constructing Manipulative Performance Tests
. {3 hours) ’
" 5.4 Recording Achievement and Computing Grades

(2 hours)

- GENERAL INSTRUCTIONS

The five Modules and the Ewenty seven Learning Units ate
arranged in a suggested sequence for greater learning effectiveness.
The first number listed for each Learning Unit refers to the Module,
the second number refers to the Learning Unit within that particular
Module. Therefore, 3.5 refers to MODULE 3 PLANNING INSTRUCTION, and
Learning Unit 5 Lesson and Session Planning, In general the Modules,
~and-the Learning Units contained in each, should be taken in the
numerical order presented. However, thia may be changed due to the
backgtound experience and competency of a particular part-time occu-
pational inétrugctor as well as the availability of the resource
materials and instructional sessinns for that particular Learning

. +Unit.

=

sheet far the suggésted sequencé of the Learning Units. It is
essential that 1.1 (MODULE 1, LEARNING UNIT 1) be taken prior to any-
other Learning Unit, since 1.1~ includés’ orientation to the College,
pulicies of the institution, and finaﬁgial ‘information. Attendance
at the 1,1 session is required of ‘'each part-time instructor prior to
each semester or term teaching assignment. Following the completion
of 1.1, it is suggested that the part-time instructor take 1.2, then

1.3, and so on. When an- instructor has gained competence in a
particular Learning Unit, beginning with 1.2, that Learning Unit
should not be fgpeated but -rather an additional Learning Unit
shauld be selected to further promote instructor EffECtiVEﬁESE The
arrow on the "SEQUENCE OF LEARNING UNIT'" sheet indicates %ggt the
Leatniﬂg Unit ffom whiﬁh the agrow Driginates should be campleted

\



Each Module contains an introductory statement indicating the
importance and relevance of the content included in that particular
Module. Also, contained is a listing of the specific Learning Units
included in that MGdﬁ;ﬁ;

Each Léafning Unit is made up of four component parts: (1)
Objectives of the Unit, (2) Resources for instructor and student
use in completing the Learning Unit, (3) A Criterion Test to be
completed following study of the Learning Unit, and (4) The Appli-
cation of the content learned.

Following the introductory statement, the listing of the Learn-
ing Units, and the stated Learning Unit components, is a list of
specific procedures to be followed by the occupational instructor
in completing each of the Learning/Units.

: LISTING OF
MODULES - LEARNING UNITS - LEARNING UNIT TASKS

MODULE 1 ORIENTATION AND INTRODUCTION
Learning Unit 1.1  Orientation to the Community College

Identify Certification Requirements

Complete Application Procedures and Forms
Describe School Policies

Complete Required Reports

Follow Classroom Procedures-

Identify Procedure for Materials Duplication

Use Instructional, Information, Learning Centers

Tasks:

b

o e
~d T P L S

— b

‘ . \
Understanding the History and P! .losophy
of Community Colleges

et
]

Leafning Unit 1

e

Identify Purpose of the Community College
Recent Social Changes

Educational Implications of Social Changes
History of Community.Colleges.

The Original Community College System
Philosophical Principles of Community Colleges

Tasgks

o e s
B BRI R B DS D
D B LD

The State Community College System, the Laws,
Financing and Governance

Learning Unit

'—M
o

Tasks 1.3.1 The Community College System
1.3.2 Duties of State Board of Directors of Community
Colleges : , :

1.3.5 The District Governing Board

1.3.6 Financing the Community Colleges

28



Learning Unit 1.4

Tasks:

\MI—-“

1.4,
1.4.
1.4,

w

14

The Role of the Beginning Part-Time Occupa-
tional Instructors

The Teacher's Role
Clues to Successful Adult Teaching
Some Competencies of the Adult Educator

MODULE 2 LEARNING AND TEACHING

Learning Unit 2.1

Tasks

wnm
P3N
b

o dt T o
. e
o
o T

Learning Unit 2.2

Tasks: - 2.2.1
2.2.2
2.2.3
2.2.4
Learning Unit 2.3
Tasks: 2.3.1
2.3.2
2.3.3
2.3.4
2.3.5

DL b

2,
2.
-2

Establish Classroom Procedure

Identify Principles of Classroom and Student
Control

Complete Required Reports

Follow Acceptable Housekeeping Practices
Develop Safety Consciousness in Students
Develop Procedure for Establishing Rapport
with Students

Develop Favorable Attitude Toward Use and
Care of Equipment, ete.

State and Give Implicatians of Individual
Differences

Lead Adults to Educational Maturity

Discuss Relationship Bétween Adult Learners
and Instructors

Learning Principles Applied to Adults (2 hours)

Illustrate Senses and Lea:niﬂg Relatianship
State Ways in Which Adults Learn
Identlfy PfaceduresVféfiDiagnasing Learﬁingv

Problems )

Motivating Students (2 hours)

Set Up Procedures for and Motivate Students
in Acquiring Skills and Knowledge

Stimulate Student Interest in Learning
Develop Appreclation of Good Workmanship
Develop Procedures for Mativating StudEﬁts

in Qut-of-Class Activities
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Learning Unit 3.

Tasks: 3.5.1
3.5.2
3.5.3
3.5.4

Lo
an

Learning Unit. 3.

Tasks:

[N W
Lo e R e ]
hadt

3.6.4
3.5.5
Leatning Unit 3.7
Tasks: 3.7.1
3.7.2
3.7.3
3.7.4
3.7.5

MODULE 4 PRESENTING

Learning Unit 4.1

Iasksé 4.1.1

4.1,2
4.1.3
4.1.4
4.1.5
4.1.6
4.1.,7
4.1.8

Learning Unit 4.2

Tasks:

Lesson and Session Planning (3 hours)

State Importance and Use

Develop Lesson/Session Plan Format
Develop and Write the Lesson/Session Plan
Evaluate Lesson/Session Plans

Planning Teaching Aids (3 hours)

Describe Kinds and Types

.State Advantages and Uses

Identify Procuring Procedure for Needed
Teaching Audio-Visual Aids

Prepare Transparencies

Evaluate Teaching Aids

Planning Written Instructional Materials
(3 hours)

Identify Kinds and Type .-
Describe Advantages and Uses

Select and Evaluate Texts and References
List and Explain Procedures for Writing
Instruction Sheets

Write Instruction Sheet

INSTRUCTION (20 hours)
Presenting Effective Instruction (2 hours)

Identify and Describe Ways of Providing for
Varying Age and Competency Background :
Describe Tips and Ideas to Improve Teaching
Identify and Explain Uses of Appfopfiaté
Teaching Methods

Identify Methods of Individualizing Approach
Identify Methods of Group Instruction Approach
Plan Use of Instruction Sheet

Plan for Group Participation

Plan for Use of Vehicles of Instruction

Leading Group Discussions (3 hours)

Prepare Lesson/Session Plan

Arrange Physical Environment

Provide for Wide Range of Student CDmpEtEnEiES
Involve Individuals and Obtain Group
Participation

Lead Group Discussion

30



Learning Unit 2.5
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Tasks: 2.5.1 Establish and Maintain Acceptable Standards

of Discipline

2.5.2 Assist Students in Identifying and Resolving
Problems

2.5.3 Develop Procedures for Solving Classroom
Problems

2.5.4 Plan for and Handle the Problem Student

2.5.5 Identify the Student Dropout Problem

MODULE 3 PLANNING INSTRUCTIONS (20 hours)

Learning Unit 3.1 Introduction to Planning Instruction (2 hours)
Tasks: 3.1.1 Develop Procedures for Individual and Group

Planning of Instruction ‘

Identify Standards of Performance

Develop Procedure for Use of Human Resourgces

4 Plan Instruction for Student Level and Interest

.5 Support Materials, Supplies, and Equipment

Lo L L
[
T RN

Conduccing_lnstructianal Analysis (3 hours)

[
vl

Learning Unit

Tasks: 3.2.1 Identify Groups to be Served
3.2.2 1Identify Course Goals
3.2.3 Define Analysis Terminology
3.2.4 Plan Analysis Procedure
3.2.5 Analyze for Informational Content
3.2.6 Analyze for Attitudinal Content
3.2.7 Analyze for Manipulative Content

Learning Unit 3.3 Planning Course Outlines and Instructional

Schedules (3 hours)

3.1 1Identify and Select Relevant Course Content
3.2 Arrange Content in Instructional Order

=3

)
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3.3.3 Develop the Course Qutline
- 3.3.4 "Writé the Instructional Schedule
3.3.5 Select Relevant Assignments, Activities, Jobs,

Projects, and Experiences
3.3.6 Explain Nature and Make=Up of the Course

o of Study

Learning Unit 3.4 Writing Performance Objectives (3 hours)

3.4.1 .State Goals and Purposes
3.4.2 Write Task Statements
3.4.3 Identify Performance Objective Criteria
3.4.4 Develop Procedure in Writing Performance Dbje;giVEs
3.4.5 Write Performance Objectives
=F




Learning Unit 4.3 Demonstrating Manipulative Skills (3 hours)
Tasks: 4.3.1 Prepare Lesson/Session plén for demonstration
4.3.2 Prepare and arrange equipment, facilities, etc.
4,3.3 Provide for wide range of student competencies.
4,.3.4 Prepare/select and use’ apptopriate instruction

sheet.
Involve individual and group participation

4,3.6 Conduct demonstration

£
ok
L%y

o~

Learning Unit 4.4  Use Questioning Techniques (3 hours)

Prepare Lesson/Session Plan

Arrange Physical Environment _
Provide for Wide Range of Student Competencies
Involve all Individuals

Conduct Questioning Procedure

Tasks:

Jndh et
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Presenting Illustrated Lectures (2 haurs)

Tasks

~ &

Select/Prepare and Use Graphic Materials
Select/Prepare and Use Visual Aids
Provide for Wide Range of Student Competencies
. Obtain Individual Participation
Select/Prepare and Use Written Instruction
Sheets
4.5.7 Present Illustrated Lecture

ST N S
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Learning Unit 4.6 Using the Case Study (3 hours) .

Prepare Lesson/Session Plan

Tasks:  4.6.1
¢ 4.6.2 Arrange Physical Environment .
4.6.3 Provide for Wide Range of. Student Competencies
4.6.4 Obtain Group Participation
y 4.6.5 Prepare/Select and Use Written Instructional

Materials
4.6.6 Present Cnntent Using Case Etudy

, i ) e /
Presenting Ccntent Using Films and Tapes (3 hours)

» Learning Unit 4.7
Tasks: 4.7.1 Prepare Lesson/Session Plan
4,7.2 Prepare and Arrange Equipment Facilities, eﬁc.
4.7.3 Provide for Wide Range of Student Competencies .
. 4.7.4 Obtain Individual and Group Participation
4.7.5 Prepare/Select and Use Written Instructianal

* Sheets -
Present Slide/Tape Presentatian
Present 16mm Film

£
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MODULE 5 EVALUATING INSTRUCTION (10 hours)

Learning Unit 5.1 Evaluating Procedures and Criteria (2 hours)
Tasks: 5.1.1 TIdentify and Explain Purposes of Evaluation
5.1.2 Establish Relatilonship Between Dbjecﬁives

and Evaluation

5.1.3 Identify Types’ and Uses of Evaluation Devices
(Tests)

5.1.4 1Identify and Describe Criteria for Effective
Evaluatian

Learning Unit 5.2 Constructing Informational Tests. (3 houfé)
Tasks: 5.2,1 Establish Objectives (Expectation Level)

5.2.2 Apply Criteria to Test Items :
5.2.3 Write ‘Appropriate Objective Test Item
5.2.4 Write Appropriate Essay Test Item

P - 5.2.5 Compille Questions into Organized Test Format

¢ ' 5.2.6 Evaluate Test

Learning Unit 5.3 Constructing Manipulative Performance Tests

(3 hours)
Tasks: 5.3.1 Establish Objectives (Expectation Level)
, 5.3.2 Apply Criteria to Test Items

5.3.3 Write Appropriate Performance Test Items
5.3.4 .Develop and Use an Observation Form
5.3.5 Compile Questions into Organized Test Format
5.3.6 Evaluate Test

Learning Unit 5.4 - Recording Achievement and Computing Grades

(2 hours)
. Tasks 5.4.1 Score Performance Tests
e 5.4.2 Score Information Tests -

5.4.3 Develop and Maintain Student Achievement

Progress Chart
Compute Grades.

L
-
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4.4 QUESTIONING TECHNIQUES

i

Objectives: After completion of this unit each participant
should be able to:

1. List four ways to develop group cohesive-
ness.
2. List the obstacles to group communication.

3. Formulate questions that deal with recall
solution.

4, Tormulate questions which relate to the
application of ideas or concepts.

Resources: Rose, H. C., The Instructor and His Job,
' American Technical Society, Chicago, Illinois.

Application: The job of instruction is basically a two way
communication process (sender-receiver).
Proper feedback from students provide the
necessary formative evaluation to determine
student progress or course content, g

4.4.1 GROUP STRUCTURE

The two-way communicative process is an essential part of the
‘instructors job. It is through this communicative linkage that.
learning takes place. - /

A class group is made up of individuals, each one different
from the other. The first or second time the class meets there is
some apprehension by students toward one another and toward the.
instructor. After the individuals start to feel relaxed with each
other they will begin to function as a group. The instructor can
speed up the development of group dynamics by:

1. Introduce yourself - Eell the group about your experience
and background that qualifieg yau to lead the group.

2. Have each member introduce themselves - or make name .
cards to use for the fitgt few class segsions.

3. Review the course content and tell briafly what will be
covered in each session. . .

.3;¥
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4, Be sure to announce that you expect pafticipatian - you

ldeas even Eheir disagreements,

5. Stress how the sessions will benefit them.

Establishing a depree of group cohesion is important in the
communicative process. Primarily the same obstacles that apply to
getting through to one individual are involved in getting through
to a group. Obstacles such as:

Distractions - noise, confusion, unprepared lessons, etc.:

Emotions = fear, anxiety, anger, concern for lesso
home or job. "

N

Vocabulary - difficultftéfﬁs, meanings, new words, slang
expressions.
Content - material too easy, too hard, improper founda-

- tion, or foreign.

Remember the instructor is talking to the whole group but he
is trying to communicate with each member. If the instructor keeps
in mind that every member of the class is an individual with
separate needs, desires, and learning styles, he can pattern the
course content and delivery to meet many individual sltuations.

GRDU?7§DMHUNIQATIDNS

F)

1. It is easy for an individual to withdraw his attention
when in a group setting.

2. In a group setting-each individual can let the class
"eager beaver' respond and take the resporsibility for
feedback to the instructor.

3. Feedback from a group must be planned so that each
member is called upon from time to time.

4. Some people are more dynamic than others and will try
to "impress' the teacher and the other class members
by answering all the questions.

4.4.2 TECHNIQUES FOR GROUP COMMUNICATION

You can overcome the obstacles to effective group communication
by adapting the techniques of one- Qoaane cgmmunicatlan, Some of
these techniques are: - g

35
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presentation by explaining what is going to
shed in the session (lessan objective).
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2. Use examples or illustrations whenever the material
could be subject to more than one interpretation.

3. Allow the group time to let the material ''soak in."

4. Use prepared criterion questions to generate feedback to
evaluate the presentation of material.

5. Repeat complicated or detailed material in several ways
mixed with prepared questions.

6. Summarize at the end of a lesson.

4.4.3 EFFECTIVE QUESTIONING

Inexperienced instructors or those who feel that 'teachers talk
and students should:listen" rely too heavily upon one-way communi-
cation. Such instruction frequently results in expasing the student
to the subject without much leafnlng taking place,

Experienced instructors have found that two-way communication
is essential for learning to take place. They have learned, from

-experience that the questioning approach is a gaod way to generate

two-way communication if:

{

1. it is done at the right time,
2. it causes the'student to learn by thinking and doing,

3. it changes the student from a pass;ve 115tenéf and observer
to an active listener and observer. :

In using criterion questiqning we are interested primarily in
stimulating the learner to make\use of information, to put together
facts which he has learned but has failed to understand or assimi-
late, or to draw.logical ccnzlusicﬁs which become evident when the
pertinent facts are brought to his atggntian.

‘ Skillful questianing, like any nther teaching technique, can be
learned by any creative person. 1In preparatiﬁn for the affective p
use of questions we need to consider the characteristics of good
questions, the types of questions that may be\emplayed for different
situations, and the tachniques of using questiuns. -
¢ s : N

¢ =,



7/ 4.4.4 TYPES OF QUESTIONS

We can divide questions into two main groups: 1: Factual
(recall) and 2. Problem arid/or application. Factual questions are
used to determine whether the student can remember or recognize
specific facts. Problem and application questions cause the sty-
dent to apply facts and principles in the solution of problems.

Factual Questions

5kill in the application of facts and principles is more
important than the rote memorization of facts. ‘Although factual
questions have their place in the instructioh-process they should 3
not be used to the exclusion of other forms of reinforcement.
“Some instructors use factual questions exclusively because they
are much easier to think of and the answaf is either right or
wrong and they save time. '

Examples of Factual Quest 1 ns
1. How many poles does a magnét-ﬁave?
2. What are two types of questions?

3. What are the threé methods of learning?

i

= — - : =

FACTUAL QUESTIDNS SHDULD BE USED SPARINGLY

" Problem and Application Questions

The problem and- application questigns causes the student to use
or apply information. This type of question sets up a problem.
involving ‘a number of factors and perhaps some variable elements.
This type of question causes the student to connect. the bits and
pieces of the specific objective or concept under discussion. The
learning principles of application.and transfer are utilized in this
type of question, This type of question starts out with®a statement
of a condition which establishes the parameters of the problem and
the student is asked what he would do to connect the information into
a logical application. '

Examples of Prthegﬁo:ﬁApp;icatign Questionsg

1. You want to build a transformer to step down 440 volts to
110 volts. (You have a coil with 2080 turns on the
secondary) What steps would you go through?

/ Co =

2. You are asked to set ‘up a bookkeeping system for a small

manufacturing plant. How would you go about it?

37..
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In constructing a drawer the batt&% is usually held in
grooves on the front and each Slde but fastened with one
or two small nails to the buttnz of the back. Why?
Does the use 'of plywood or hardb ard change tg;s procedure?
How?
. : /

L

PROBLEM OR APPLICATIDN QUESTIONS PRDVIﬁF REINFORCFMENT AND

FACILITATE LEARNING /

i

4.4.5 CHARACTERISTICS OF QUESTIONS

The instructor who prepares the questions that he will use in
advance, of the lesson will find that the questions will enhance the
learning situation. Questions should be:

1. Clear and easily understo@d,

L

ds that are common to the student and have
lesson material. '

2. Composed of wo
been used in tt

(%]

Thought - provok#ng so that a simple yes or no can not be
given as an ghswe : :
4. Criterion referenced so that the main points of the
lesson objective become the focus of the questions.

PREPARING QUESTIONS IN ADVANCE

'Good thought provoking questions are not easy to think of "on
the spot" and this practice usually leads to factual questioning
~to the exclusion of problem and application questions. It is there-
fore sound practice to prepare the questions. while planning the
lessgon. One methad to use that will tie‘the questions directly to
the fundamental material is the criterion referenced approach.

In this approach each lesson is pfeﬁlanned to accomplish specific
performance objectives. The instructor can then prepare questions

which relate directly to the objegtlves !

,plﬂ of g;iterlon Keferenced Agp;pa;h

Performance DbJEEtiVE ;

At the completion of this lesson each student ‘'shall be able
to describe, in his own words, the steps necessary to construct a
step down transformer.

Y

Questlan
You want to build a transformer to step down 440 volts to 110
volts (You have a coil with 2080 turns on the secondary) What

steps would you go through?

L
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4.4.6 TEGHNiQUEs OF USTNG QUESTIONS

Skillful use of .questions comes with practice. However, a few
basic ideas on their use can be set forth as a guide,

Questioning Procedure

1. Prepare all questions in advance.
2. Ask the question.

3. Pause so that all members of the class begin to formulate
.dan answer. J |

4. Call on one student by name. -

5.. Listen to answer to determine .if a leading question is
necessary.

6. Emphasize correct answer or ask another student to verify
the answer glven :

. 7. Recognize the student(s) who respond correctly.

The method of using only factual or rhetorical questions should |
not be used often or over a long period of time. It may be used to /-

stimulate a duil class or encourage grcu s of shy students to par-
ticipate. This method decreases individual thought and allows the
lazy studént to do nDthing The major defect is thaE Ehis method

Evaluate the effectlveness of Ehe 1es§an,

It is vital in the questloning péﬁcéss that the instruﬁtnr pause
after asking each question so that eaﬂh person in the group will have
time to think about the question and’ to organize his thoughts. A
pause after the answer or several answers to the same question will
permit members of the class to mull over the different ideas that
~ were brought out. :

There is no one best way to call upon members of the class to
respond to questions. If the teacher uses a system some of the stu-
dents will "break-the code" and start paying attention only when
their "turn' is about ready to come up. Some instructors use cards
with the students, names 6n them and they shuffle them before class
and call on thesstudents as their card appéars. Other instructors
have mentally divided the room into. four parts and they rotate call-
“ing:-on students from each part. Still others match the question
with the abilities of the student to answer. Research in this area
.seems - to show that a teacher who has a pattern of asking questions,

even if Ehe pattern changes from time to time, will be more effective

g
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in learning development for students' than the teacher who
upon only the talkative or bright students to answer.

, In summary, good questions lead to good communicatio
understanding among instructors and students. - Questions

essential teaching tools, their skillful use is the mark

effective instructor.

-
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CHECK THE TYPE OF BUSINESS /INDUSIRY IN WHICH YOU ARE EMPLOYED

FULL TIME.

_____ (1) Manufacturing (8) Health Service

_____(2) Insurance .- ~ (9) Transportation

- _____ (3) Distribution , ~ (10y) Governmental
* __ (4) Banking . ~_ (11) Construction
. ___" (5) Real Estate L (12) Education
~ (6)'Public Utilities . (13) Publishing’
. (7) Secretarial - .. ___(14) Other i i

¥

i
I
I
I
[
1
1
I
I
I
I
i
I
Il
l
I
1
1
I
I
I
|
I
I
|
I
i
I
I
I
1
i
I
I
1
1
1
I
1
I
I
— i

(1) Administrative Capaﬁit§

-(2) Supervisory Capaclzy

K - (1) Instructor Tfaiﬁiﬁg Workshops and Séminafs
" ‘ . (2) Formal Instructor Training Courses (nn degree)
: (3).Associate Degree

(4) Bachelor's Degree in Education :

(5) Bachelor's Degree - other than Education

(6) Above Bachelor's Degree in Education

(7) Above Bachelor's Degree - other than Educatiﬂn

* CHECK TEACHING EXPERIENCE

(1) No Téécﬁing Eﬁpérien&a : - (4) Have taught ‘two to

GE) Have taught Gne semester . five years,
or less . _____(5) Have taught over five .
____3) '.ave taught one year . . . years

"' ‘CHECK PRESENT TEACHING RESPONSIBILITY

S (1) Full-time teaching ’ v 7f7(§) Part~time teaching

o
/




INSTRUCTIONS FOR COMPLETING THE TASK INVENTORY

.+ Carefully read each of the task statements ligted below and on
. the following pages. Then rate each task which pgsg—tlmé occupa-
tional instructors (those who normally hold full- tine jobs in
business and industry during the day and teach on a part-time basis
in the .late afternoons and evenings) should be able to perform,’
have competency in, and knowledge of, to be considered éffective_

: instfuﬁtorsi

Rate each task by placing a number 1, 2, 3, 4, or 5 in the
column labeled "Importance" which most clearly Estimates the
importance and use of the tasks in relatignship to the tctal list
of tasks in that Activity Secqion.A :

At the end of each section, in the space provided, write in
and rate any add;tional tasks which you think paft time chupatignal

knowledge af

PART-TIME OCCUPATIONAL INSTRUCTOR TRAINING TASK INVENTORY

P _ — — - — — — _
T N = g = =

Listed below are six major Activity o IMPORTANCE
Sections and a list of specific tasks , .
under each. Rate each task which you
think part-time me occupational instruc-{l. Not important
tors should be -able to perform, have |2. Below,verage in impnrtance
campéténcg in, and knowledge of. 3. Average in importance
Add additional tasks which are not 4. Above average in impaftance
listed, then rate the tasks you 5. Highly impercant }
have listed. 1 ) S

ACTIVITY I. ORLENTATION AND IniaopgﬁTszf' .

¢

"No. TASK STATEMENTS

Part-time Oczupational Inatru:tor _ .
___|should be able to: s N e
1.}Explain and carry out gchaal R o . )
~ |poliey. N ~

2,|Maihtain apprcpriaté student and
school records. N

3.|Maintain apprapriate financial |

accounts, [ . _ .
“%.|Prepare and submit fequiréd e o ’ T
~ |reports. .. -
5.1 Identify certification require- S S i

ments for part-time ogcupstianal
linstruector. . I ] 7 —

F]
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PART-TIME OCCUPATIONAL iNSTRUCTDﬁ

TRAINING TASK INVENTDRY

ACTIVITY I.
DUCTION (Cent'd)

ORIENTATION & INTRO-

IMPORTANCE

FNQ!

TASK STATEMENTS
Part-time Oeeupatlonal Instruc=
tors should be able to:

»

Not important

Below average in importante
Average in importance . .
Above average in importance

e wre =

g,cammunlty ccllege

Highly important

Formulate a Rhilosophy of.
occupational education.

List and. explain goals and
objectives .0of occupational
education.

.|Describe differences and simi-

larities between community
college and private school
occupational education. =

Deseribe differences and
similarities between commu-=
nity college occupatioenal
education and industry/
business training programs.

|
[l |

.|Define selected occupational

education terms.

[
(%]

.|Tdentify and list responsi-

bilities of part-time occu-
pational instructor.

.|Identify and discuss qualities

1of an effective instructor.

14.|Identify and describe problems

] faced by part-time instructors, - -
15.[Explain principles of . adult — —
____|education, 7 . ) .
16.|Explain importance of being i — ~ §

prepared.

Work effe¢tively with a
supéfvisar and adminisﬁrator

18.|Identify and describe tEEpGﬂ—

sibilities for guidaﬁce of
i students. N _ //
19.|Interview and counsel students, | A
20. Ccmpile snd uééicccupatidﬁél ; ’/ '

g;gdencs.

u



ACTIVITY I.
DUCTION (Cont'd)

kD

ORIENTATION & INTRO-

Not impottant.

1.

No. TASK STATEMENTS - 2. Below avdrage in importance.
Part-time Occupational Instruc- 3. Average in importance '
tors should be able to: ' 4, Above average in importance.

’ _ ' - |5. Highly important. _
21.| Determine~employment oppor-

___jtunities. L L o

22.| Identify and describe prin- - -

eiples of human relations
applied to faculty and

| community. - _ _ -

23.] Build, community support for

o accupaELOnal programs. - _ -

24.| Interpret occupational pro-

grams to fellow educators
B and/cgmmuﬁitg - . . B
25.|Works effectively with labor - v

and management<gfgup5. - T 7 .
26.| Identify and describe role )

of advisory'committees. _ _ IR

27. L L _ _ N ] S

28,1 o . ! _

29 . _ _ 7 _ i,

o0 . L B . -

7Y — _ — —

44




ACTIVITY II. LEARNING & TEACHING ~ IMPORTANCE

No.l . TASK STATEQENTS . ) 1. Not important.
Part-time Occupational Instruc- Below average in importance.
fors should be able to: Average in importance,

Above average in importance.
. Highly important.

2.
3.
— 14,
3

1.] Identify, 1list, and explain
principles of learning. |
2.] Identify and explain theories
of learning applied to adults._

3.| Fxplain psychology of learn-

‘ting applied to adults. 7
4, Identify ways in which sdulgs

_ learn. e -

5. idEﬁtify and descrlbe . )
characteristics of adult ‘

| learners. L ~ L
6.| Identify individual differences _ ; . -
~{in the learning process, ) . -
7.|Diagnose learning pfablems - B ' ’

_ of adults.

- 8.|Identify and explain sensesg T I -
- |used 17 Them%gsfningiprodéss - -
"9, |Describe how adults learn- g

skills and knowledge.

" 10.|Identify and apply effective

positive incentives.

11.|Identify and apply effective

negative incentives.

12.|1dentify and explain the role \

in helping adults reach educa-

___|tional maturity.

13. |Explain the relationship

© |between occupational courses
~|land other courses.

14. |Identify and explain traits of

instéuztors that effect
o ,rlear ing. .
!!\ l5. ) B i

16, ,/ ~

17.1 |

18,1 |

9.1 ,,
20.]
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/ PART=T1ME OCCUPATIONAL 1 TRUCTDR TRAINING TASK INVENTORY
ACTIVITY ITI. PLANNING INSTRUCTION . IMPORTANCE
" No. TASK STATEMENTS . Not important.

. Below average in importance.
. Average in importance.

Above average in importance.
. . Highly important.

Part-time Occupational Instruc-
tors should be able to:

N

] 14 Idéntlfyrgraups to be sefvgd
2.} Identify programs to be
organized.

3, D fine instructional maﬁerlal i

~- td Elﬂpment terms.

4. Idantlfy and select relevant )
instructional materials. - - | -

5. Identify and obtain appro- )
priate human resources. e _ _

6. Plan 1ﬂ5tructicnal materials

i _ ) ,
,lcooperatively with Dthars. 1 B - _
! Analyze an accupation for :

__iinformational content.. - , . e
8.| Analyze an occupation er B
manipulative content. L o _ R

9. Analyze an occupation for
' attitudinal- content. /- - - .

iiﬁrArrange content (learning - o )
- .} tasks) into an instructional -
order. - - I -

11.; Develop a course outline. 7 L , W,r
12.] Develop an instructional : -
schedule for a semester. _ _ ,; .

T3.TPlan a class session. - - 7

14. Write lesson plans. B . - -
15.1 Identify and list procedure S
for writing perfc:mance

objec;ives.-f o - B

16.] Write performance ijectives.,tri - - .

17.{ Identify acceptable standards
of workmanship for entrance
into work. . o — .

18,) Select and evaluate apprapriate
/ assignments, aetivitieg, Jﬂbs

19, Drganize course content around
| useful and meaningful experi-
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PART-TIME OCCUPATTONAL INSTRUCTOR

TRAINING TASK INVENTORY

ACTIVITY III. PLANNING INSTRUCTION IMPORTANCE
L - (Cont'd) T K L
No. TASK STATEMENTS 1, Not importamt. ——o - .
Part-time Occupational Instruc- |2, Below average in importance. o
tors should be able to: 3. Average in importance. !
4. Above average in importance.
R SR - |5, Highly jmportamnt.

Identify and list
for developing  ins
_sheets.,

m
o
‘F:
o~
m
w

21 Write instructian sheets, I -
22.) Plan and write a course of. )
| study, ; , S o
23, Identify and select materials B ) -
' -suited to students' level and
interest. e
24.! gelect and Evaluatgfgextbaaksi - -
25. Identify and list advantages/ - -
uses of appropriate teaghing
~{ aids. L -
26.] Prepare visual materials ) o
B (transparencies, etc.) B o -
27.| Prepare flip-chart materials. | . o }
-28.| Prepare Slide/tape presentation 1 i B
' materials. o -
29.] Identify procedures used to pro- - -
' cure audio visual aids and
| other teaching devices,. .+ - - .
30.[ Evaluate teaching aids and |
adjust to demands of teaching
situation. s L
31, lAssemble equipment, supplieg, - )
. etc. for teaching process. . 7 _
33, _ e -
33, . - ,',ifffh, I
34. L - - - 7
35,0 e | o
36, - - - ~
YR . I o

47
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PART- TIHEsBC CUPA TTDNAL INSTRUCTOR TRAINING TASK INVENTDRY

== B - . N s 77

- ACTIVITY IV. PRESENTING INSTRUCTION IMPORTANCE

NoJd - . TASK STATEMENTS - 1. Not important.
oo - ..*|Part~ Elma'éccupatloﬁal Instruc—- ,|2. Below average in importance.
% . .. |tors should be able to: " | 3. Average in importance.
5

4. Above average in importance.

. Highly important.

1) Identify and list tips and
ideas to improve teaching : I
effectiveness. - ' , - _

2| Identify and describe appra-
priate methods and techniques
5 for teaching occupaticnal

~subjects. : _ . R —

3] Follow lesson plans in
presentatlon L _ B o _ <WA;7 .

4. Present content using case » . _
studies. _ - I — —

5. Present content using illus- g

6. Present content using role
| playing. - _ - e

trated 1ecgures., i — ,;:W -

7.] Demonstrate manipulatlve _ ,
skills., = , ,4,,,i,,f I

éi'Effectively use bralnstorming B _
technique, 17 ] _ - 7;777”

9.| Effectively use thE’quéstioning _ ‘
“technique. e A

10.] Lead group discussi@ns, i o -

11.| Present Eaﬂtentggraghically. ' A e —

12.] Follow safe and acceptable ' : P
practice in presentation. - '

13.[ Apply use of assignments,
exercises, jobs; and projects

" 14.) Apply use of " instruction sheets
in presentations. 7 - - o e

in presentation. . . . . e

15. Apply use of selected visual
: aids in presentations.

16.] Apply use of slide/tape in
presentatioﬂs. N _ o

17. Apply use of 16 mm film in
presentations. S . o o

1Sf7@btai gfoup particégation.,ii;fg o I




B (CDnE 'd)

TASK STATEMENTS

Part-time Occupational Instruc-.
tors should be able to:

1. Not important.

2. Below average in importance.
3. Average in importance.

4. Above average in impmrtance.
5. Highly important.

{ Conduct sessions using group

instruction approach.

20) Present content to groups

with w1de chronological and

‘mental age range. - o - o
21.| Provide for wide age and -

competency background.

Follow individualizing
_approach in teaching.

49
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ACTIVITY V. EVALUATING INSTRUCTION IMPORTANCE
_Nog TASK STATEMENTS 1. Not important.
Part-time’Occupational Instruc~ |2. Below average in iﬁpartaqﬁe.
tors should be able to: 3. Average in importance.
4. Above average in importance.

_ o . 5. Highly important.

1] Identify and describe pur-

| pose of evaluation. . - - o
2] Tdentify types and uses of - - - -

evaluation devices, (tests),
| ete. - B &

3] Evaluate Evaluatlon devices - B

(tests) ) . . o _

4] Plan and initiate an. T R o

__| evaluation procedure. i - o
5] List and describe criteria- = | | L -

- | for effective tests. = o P

6 Apply criteria to test con- N - )

struction. o a L _

7] Write tests: to Evaluate - o -

! information content. ' L ! _ _ _
8. Write tests to evaluate - o -
_ | manipulative content, - _ -

9,1 Evaluate student achievement ] - -

10.[ Evaluate against éﬁpectatian" S -

| levels.. ) b - L

11.] Construct and useWabj tive ) B -

tests. - . - L

12.] Construct “and use essay tests. | ] - L

13.] Construct and uséﬁperfﬂrméﬁééf  o / )

tests.fii ', _ —

14, Construct and use tati@gﬁscales. S o -

15. Daevelop and use observation R ' S

- teghnLques - S .

16.| Develop and maintain progress ) ) )

charts ,and records of student
~{ achievement, " L . —

17 Compile questions into ) o -
| organized test format. _ N _

18, Select and evaluate - - .
| commercial tests. - o _ .

19.| Compute grades. _ L - e

20. ~ - . _ o -

21, . ) . _ . -

22, i, T - _ o B - '7
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PART-TIME OCCUPATIONAL INSTRUCTOR

TRAINING TASK INVENTDRY

ACTIVITY VI.

MANAGING INSTRUCTION

IMPDRIANCE

No J

Part-time Occupational Instfuc-
tors should b I

TASK STATEMENTS. ..

e able to:

o P ha

L

Not important.

Below average in importance.

Average in importance.

Highly impottant.

. Abcve average in importance.

.

1

Develop -safety consciousness
in students toward. safe
practi:ES.

2

Develop appfapfiate students
attitudes toward care and con-
servation of equipment and
_supplies. -

34 E

Establish claserOmAErDcedure

.\éientify techniques and

rinciples of eclassroom and
student control.

-5

Id ntiEy and develop proce-
dur sulve classroom

problems.

quFlan for

and handle the
problem\student.

7. Identify \student dropout
| problem. ) RS
8./Assist students in identifying ‘

and resclviﬁg,problems

Establish and\maintain acceptﬁ
able standarﬁs\of discipline.

. Deveiﬂp appreciation of good

workmanship in sfudents

.| Describe prccedure\ﬁgr and -

establish rapport with
students.

2. Motivate gﬁﬁdents to acquire o

ski;ls and knowledge. \ 1

Stimulate student intaregf
in learning. '

Plan for and motivate studénts -

in out-of-class activities.

.| Complete required wrigten

reports.,

\
&

%,

5

Select and order; special
materials, supplies and
equipment, . -

.
A
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PART TIME DCCUPATLDNAL INSTRUCTOR TRAINING TASK INVENTQRY
ACTIVITY VI. MANAGING  INSTRUCTION IMPGRTANCE
_ _(Cont'd) S I _

" No4 - TASK STATEMENTS 1. Not important. _
Part-time Occupational Instruc- |2. Below average in importance.
tors should be able to: 3. Average in importance. '

4. Above average in importance
o e 5. Highly important. o
s 7

17/ Maintain projection equipment. ; o
18] Maintain duplication equipment. | - o
19] Organize procedures for main-’ ) S
| tenance of tools.and equipment. .
20] Maintain tools and equipment, | -~ -
21] Develop and follow procedures

for storage control. e I
22 Describe and follow acceptable

| housekeeping practices in the

shop and classroom. _ . -
23y o . . _
260 . _ I
25, :; _ _ _
26. L T I
270 - - _ o - ]
284 - _ -

}



INNOVATIONS IN STAFF DEVELOPMENT
AT THE
LOS ANGELES COMMUNITY CGLLEGE DISTRICT

Leslie Koltai  *
William D. Allen -
California

,
establishgﬁ in i975, Durlng that year, the District hcsted saveral
workshops and in-service training programs for its employees ‘This
paper will focus on two of the staff development programs:  -the
Adminlstratlve Intern Pragtam, a District w1d§ progect, and an

CDllege. ‘ ey,

IHE ADMINISTRATIVE- INTERN PRDGRAM

The Adminlstrativa intern Ptogram s ptimaty objective is to pro-
vide an GppOttunity for permanent, certificated and classified
emplcyees, inexperienced in administrati@n, to gain training and
experience useful in prep.ring them for entry-level administrative
positions. A secondary objective is to assist the District in its
affirmative action effort to have qualified minority and women candi-
dates availabia fot administrative positions.

/7

To be eligible, applicants . ate required to have earned a master 8
degree or an equivalent advanced degree and have either two years Gf
full-time experience in accredited institutions . of higher ‘education’
or two years of full-time Experience in administrative or maﬂagemenr
‘ pusiticns in businesb, iﬂdustry, ducatian, or government. -

"The, selectian of candidates is made by an Intern Steering and

' Selection Committee, composed of the nine college presidents or their
designated rEpresentatives and the Director of Human ngelapment .
The selection is made on the committee tnnsensus of the top tén candi=
dates. In 1975 there were five women and three minnfities among Ehé
ten tandidates. ' . .

The internship is far one academic.semester. Interns are under
the direction of the college presidents and the Vice-Chancellors for
interns assigned to the District office. The program includes related
assignments in problem analysis and decision making, management of
time, motivation, and other management practices. It is designed to
provide realistic, practical content and integration of theory of
community college administration, and is tailored to individual needs

53
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wherever possible. A plan of DbjEEthES to be achieved is established
jointly by the ‘president and the 1ntern at the beginning of the program.
This plan is the- consonance with guldance supplied by the Internship
Steering and Selection Committee, and will encompass responsibility

for specific learning objectives and\for specific management tasks to
be accomplished. Concurrently, al; interns meet once a month to
explore the theory of community college administration through |

ass;gned readings, semjnars, lectures,\é 'breports.

At the end of the pfugfam an evaluatlan is requested of Each
intern, and each participating president: These evaluations include
stataments identifying the degree to whic District cbjectives were:
met, the strengths and weaknesses of the program, ,and Epecific recom-
mendations to improve the effectiveness of any subsequent intern pro-
gram. The Internship Steering and Selettion ‘Committee prepares a
report and analysis of the pregram at the end of the inEernﬁhip cycle
and an evaluatlon at tha end of the year.

The intern is evaluated by the president throughout thel pregram A
and specificdlly and formally at<the end of thé internship. Evaluations
are also provided by each dean or division head to whom the intern is
assigned and these reports become part of the overall evaluation.

Exit interviews are held with each intern by the Internship Steering
and Selection Committee. These evaluations become part of the
intern's personnel fﬂldér There will be a five—year fgllaw§up madé .

T)é stimated ccst of this program per intern per. semester is

$10,000. - . o
I

'INDUSTRY _EXCHANGE PRDGRAH

T

Las Angeles Trade=Technical ‘College has nearly. 250 full~time

instructors functioning in oter 67 occupational curricula directed -
‘towards immediate Emplcyment . Many of these occupations have been
undergoing rapid te;hnological changes and instructors need to_con-
stantly renew their skills and knowledge of new industrial. practices.
The College established /a staff development program by which partici-
‘pating instructors updated experiences in.the business or industry\gf S
their teaching area. ‘These experiences updated the instructors' own
skills and knowledge of new processes and equipment by observation of
the operation of a host compdny and its personnel. This enabled them
to study new procedures, personnel requirements, and employment trends,
as well as learn present cost factors in labgr and materials and note
current business philosephies.  This information was then incorporated
into subsequent classes taught by the instructor and algo shared with
his peers. The written reports asked of each person in exchange was
of value to both college and industry.

4
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The selection of applicants for the first Industry Exchange pro-
gram was made®on the basis of a subjective interview in which the

.

“applicant presented. a list of his or her objectives to the Project

Dircetor and the Dean of Instruction. Nine instructors were chosen
from the following programs: Culinary Arts, Electronics, Nursing,
Aviation, Photography, Drafting,:Intensive Care, and Printing. The
instructors were sent into industry fqr a six week period. By
remaining employees of the LGSIAngeles Community College District

and drawing their regular ‘teachers' salaries, the instructors were
able to have more latitude to search, investigate, and explore more
areas thad thaysﬁﬁhEFWIEE would have as industry employees. For
example, a Culﬁhary Arts participant worked in several establishments,
each of which offered a different instructional facet. He spent some
timd' in a large hotel following through the catering of a large con-
vention. He also spent some time in the SpELialigéd culinary problems
of a privatg club.” In addition,thaving spent a week in a relatively
new restaurant of the traditional type, he learned recent .developments
in new areas. Similar situations were involved in his other assign-

ments.

FinAl evaluation revealed that no single employer could have .

offered this breadth of experience. '

Each participant was asked during the fallawiﬁé school year to
give a report of the method in which, the new information was
incorporated into the curriculum an ﬁgthe resultant student reaction.
Also, the manner in which the instructional program was shared with

.other instructors in each area. In all cases, the instructors

reported that many changes had taken place in their industries. Most
of the instructors either initiated changes in their teaching
methods or recommended changes in their departments' curricula to’
better train students in skills currently in. demand.
-
The project budget for the Summer Industry Exchange Program was
$20,000 to cover the salaries of 9 instructors for six weeks,

e s
B R . ,#’

. -
\\ e ¢ ,
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STAFF DEVELOPMENT AT DE ANZA COLLEGE: AN EVOLUTION

JAMES S. LUCAS ‘
STAFF DEVELOPMENT SPECIALIST ‘
DE ANZA COMMUNITY COLLEGE .
CUPERTINO, CALIFORNIA

" De Anzé Colléqe staff haslﬁaen active in Staff Development from the
moment the College Qpéﬁéd'fﬁr regular classes in 1967. 1In a somewhat
evolutionary growth the Staff Development Program came into beiﬁg. The
President Df De Anza through this evolutionary growth continued to ex-

; x

press a keen interest in Staff Developfient and in 1973 addressed the
\ . )

faculty with this étatémenti )

. The enlarging of talent through a wellesénceiVEd; well-planned pro-
_gram of pgrfarmaﬁce appraisa$ and staff d%velagmént is an absolute must
for the future. ‘A gréwthsina;géng environment will engeurégé lifelong
learning by staff where each individual can gésess his strengths and”
weaknesses as candidly as he wishes, secure in the Knowledge that a
developmental program is available to assist.

The program that eva}véd offered to all staff ﬁembéfs of De Anza

College the following services.

Individual Projects

Through the Office of Continuing Eduéaticn, individual staff

< members may secure 1-6 professional growth units for diszipline—relatéé

projects approved by the Staff Dévelopment Committee. Application pro-

.

cedure includes:
a. Faculty member submits request form.to SDC.
b. Request reviewed by Division Representative and Chairman.

c. Approval/Disapproval results from sSDC discussion.

4l
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d. Upon approval, staff member enrolled in appragriate 300-level
Social Science course.

In-Service Vbrkshaps and Seminars

WOIkShOPS and Seminars may be hoth developed by and partlc;pateﬂ

. in by De Anza ?taéf In addition to specialized workshops, the F.D.C.

sponsors each quarter through Continuing Fducation, a series of work-

shops dealing with generic educational concerns. From 1-4 units may be

I3

E=3

earned for each workshop.
Sabbaticals
Professional development leaves are q%anted(t@ faculty who have

taught for six consecutive years. As a general rule, sabbaticals are

offered for the following periods: one, two and three quarters, Those

=

\y.n\

with accumulated teaching experlence beyond six years, will be given

preferential consideration for lengthier sabbaticals. Application for

sabbatical leave méy be made through the Office of Instruction.

.

=4

Travel /Conference

This program encourages staff members to visit other educational .

institutions, peaple or facilities in order to (a) secure/share ideas,

(b) bulld subject matter expert ise (e) provide a more positive out-

stre gth=

i

1aak toward one's p@slt;an, dutle&, and responsibilities, thu

ening one's personal commitment to De Anza College. Application may be
made through’either the Division or the Office of Instruction.

Fe search and Innovat;an Grants .

The purpose of these grants is to stimulate and support innovative

f! . = -
educational projects that go beyond the budget and responsibilities of

division and-existing programs. Specifically, impravement/evaluatinn

of instruction and develogment of innovative course materials are of

57
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‘particular interest to the R&I Committee. Applications may be made

through the. Office of Institutional Research.

New Faculty Orientation

New Faculty me%bers are introduced to pertinent inférmatién about
De Anza through a series of eleven workshops canéucéed under the auspices
of the Instruction Office. The warkshéps include discussions of regis-
tration procedures, the College physical plant, faculty responsibilities
and support services. ‘One unit of salary credit is awarded for partici-
pation. N

Reassigned Time

#

Reassigned Time Grants for Instructional Change are awarded during
A nd

the winter quarter for two faculty members in order that each can:

!

(a) redevelop along experimental lines a course which he is presently

teaching. (bi ' develop an in-service course for personnel in his aca-
demié area so that new, developmental skills can be shared.

?hé application deadline established by the ;nstrﬁcéign Office is
eaily Gct@be:? | |

This QﬂﬁérehensiQE list of services has been implemented mainly Ey
the Associate Dean of Continuing %ﬂucatiﬁn and>four committees: Faéulty
Development Cammittae, Pr@fessinnél Growth Review Panelu(classifieé
eﬁgl@fees), Research and Innovations (internal q;ants)\énd Sabbatical
Committee. If a staff member wished to avail himself/herself of the
serviges-iﬁlﬁecesgitated contacting the apprqpriaéé person. - While the

{

(

serviées were quite comprehensive and the College's orientation was

toward professional and personal growth, the coordination and impact

upon the policies governing the institution were limited.

ot
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With these limitations in mind, the administration of De Anza
College hired a Staff Development Specialist in the 1975-76 academic
year. The task before the Staff Development Specialist was not one of

évolving an SD program so much as it was to develop a staff learning

environment that would enable the accomplishment of the College's
purpoges. The means of accomplishing this end was stated in a brief
philosophical statement entitled "An Operational Philosophy for Staff

Development. "

Staff Development is usually seen as a means to "develop the staff". =
in some direction that somecone (usually an authority figure) conceives
- . oF L

as the "right" way to go. This sort of thinking ig.usuélly implemented

through the medium of mandatory wor?shagg,'ééhferenées_and in-service

members of the organiééiion to build "counter-development" systems that

will at-least neutralize the developmental éffect. - Perhaps there are two

T

méfals to be ieérned from thisg expérienée; one being that no one will
_change if §hey don't have a sense of ownership in the change process,

and the second being that change doesn't occur as a result of the actions
of one component of thé institution.

g%aff Development is cniy~§né Pért of a total a:gaﬁizational\plaﬁ
that is supposed topéffeét an gn;gaing institutiaﬁél program of 63vel@pﬁ‘
ment and ienewal. To expect that Staff Development can reform or change

the tétal institution's staff is folly. This is esgééiélly true if the

organizational environment continues to remain relatively static, If

[}

taff Development is to have a successful impact it cannot be isolated

from, or be contrary to, other policies or procedures of the institution.
. ,/ = .

VAP . . '
In short, Staff Development is one component of an integrated effort to

Q : o 7- 59 . s
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bring about planned systematic develaPment of the institution.
The notion of pgt;inq”sﬁéff Development into the larger whole of

Institutional Development enables members of the organization to focus

.their concerns regarding change to the total working environment of

Institutional Development, rather than- having a focus on the malfunctions
that occur through organizational operations. The centering of the

taff's concerns to these malfunctions is usually a non-productive en-

)]

deavor as it does not lead to thé underlying causes of the malfunction,
but leads to survival ta;tics of the maifuhiti@ning agency. Keeping the
focus off the mélfuﬁctisns and redirecting the staff's concerns to re-
n§w31 and accommodation éf change can prove to be a more effective meags

for people to reach satisfying and productive working environments.

" When Staff Development funétibnslas a component of Institutional Develop-

ment then it can be an agency oriented to its members' needs, sensitive

to their feedback and dedicated to the notion that individuals of the

organization may seek ways, means and alternatives to make their working
environments more produeﬁive and‘mare g%tisfying;

In most instituﬁi@ns ﬂecisi@ns_:@ncérﬂing the staff developmenﬂ
component have g;foztunatéi§ often been made neithé;_on the baéis of an
assessment of goals (sensitive to feedback) nor on the basis of an as-
séssmen; of the members (oriented to mémbéré‘ needs). The decisions
were generally maﬂevupén untested and even unstated assﬁmFtiQns abéut

how institutions and geogie change. Working from-these assumptions,

decision-makers often constructed methods and technologies through which

the process of change could be implehéﬁtéd. In a member-oriented and
feedback-sensitive philosophy, an assesszment of the member's need is

made which forms the basis of a qivenﬁstiategy f@r’ehangé; The members,

or their representatives, in a member-oriented program are the. people
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responsible to recommend a change strateqy. When ﬁhe strategy is imple--
mented it-must be subjected to testing to see that the plan of implemen-
tation does what the members of the institution expected. 1In this manner
the clients can he the basis for renewal through revision of their strat-
eqy for change based upon actual data. Thus, the review strateqgies
individuals take regarding change is towards Institutional Development
and renewal and not towards one agency or individual without regarding
changing the institﬁtiénal environment as well.

In suﬁmary; Staff Development is one component in*a total program
of Institutional Development. Its role musﬁ be one of assisting in-
diviﬂuals-af the institution ﬁc seek ways of creatinq a more productive

and satisfying working environment. The members of the institution must

‘have a sense of ownership in both the decisions for change and in the

means for. change. Stratzgies for change must be subjected to a rigorous
system of management in order that the strategies may be tested and re-
vised. The notion of renewal can be implemented in the context of

Institutiondl Development, but not through renewal of a single component.

In the Fall of 1975 the first step was taken to implement the con-
cepts discussed in the above philosophy. The then existing Faculty
- s

Development Committee recommended that an

ad hoc committee be formed to
explore alternatives for consolidating the comprehensive (and somewhat
disjointed) staff development activities and programs on the campus.

The recommendation was accepted by the committee members and the ad hoc

‘committee was formed. The ad hoc committee addressed itself to three

major questions:
(1) Would the college and the staff henefit from a consolidation

program?;
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Given an affirmative answer to the above queéticn; what gfcup
(standing committee, steerino committee, ad hoc committee)
could most effectively and appropriately explore tha‘ramifiea—
tion of consolidation?;
What should be the specific chérqe of the investigating

committee?

ad hoc committee had several meetings and out of these dis-

cussions came the following recommendations:

(1)

That a consolidated college-wide program of institutional and

staff development be instituted (along the lines of "An Opera-

P

tionélAbhilosaphy for snD).

: \
o N = 5 1] 1] = \ L
That an ad hoc college advisory committee on Institutional/

Staff Development be created. It is recommended that the
committee have the following membership: chairpersons from
the Research and Innovation Committee, Mini—camputér Committee

) o
(later it was changed to Sabbatical Committee), the Professional

Growth Review Panel and the Faculty Development Cormittee,

f

Institutional Research Specialist, Staff Development Specialist,

1

and Instructional Development Specialist.

In a schematic sense the above recommendation appears as:

1

staff Ad Hoc Insﬁitutianél/Staff Movement
Development ETB Development Committee +—>~ toward Iﬁstif
Specialist - tutional Devel-

. ’ ‘opment;

Institutional +— chair: Sabbatical Committee '

Research

‘Specialist v — Chair: Prof Growth Review Panel

Inst:ueti@naiﬂi_J — Chair: Faculty Development Cammittée
i

Development ] ]
Specialist — Chair: R&I Committee \

\

§
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(3) That the commiﬁﬁéelpresént re;smménaations on ways in which
the staff development specialist may provide alternatives
for staff wﬁa wish to engage in persanal/prcfessiaﬁal_gréwth
activities, among which may be such things as:
(a) Institutional development.
(b) Service in college/district committee.
(¢} Service on special task forces.
(d) Work gn a project supported by an R&I grant.
(e) Professional development through warkshéés/gaurses, con~-

ferences, visitations toe other inétitutians.
As a final cuéi the ad hoc comﬁittee helieved that a definition of
staff development would be useful:

(1) As an aid to communications about develégment among all staff
members. -

(2) Asﬂa basis for Elarifying'pglicy on reassigned timgg

(3) As a basis for ‘determining how funds are allocated among

various kinds of developmental activities.
i

(4) As a basis for explaining to the Board and State agegcies thé
allocation of expenditures fsr»Staff Develppmeﬁt. |
The ad hoc committee believed that only through étéan531iﬁaiéd
effort in institutional staff development could the ab@veraims bé'rgal—

ized.

The above recommendations in a position paper were presented to’ thr

Colleée's President's Cabinet, the Faculty Senate and the Classified Pro=-
fessional Growth Review Panel. All these groups gave revisions to the

plan and finally aspproval. The approval was given with the following

added input for consideration by the I/S Development AéviSGIy Committee: .
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(;) Sabbatical anﬂ‘prgfessiﬁnal leaves shoulé be a part of the
committee's consideration.

(2) The name "Institutional/sStaff Development Advisory Committee”
should be changed. It was suggested that a more concise and
?et descriptive title bhe found.

(3) The newly constituted committee should be the body to review
any itéﬁs that concern staff development for all segments of
college personnel.

{(4) A Senate Reg;é§Eﬁtative should participate as a member of the
committee.

(5) A new flow chart should be develoged to express the true re-
lationship and the Sﬁaff Development Specialist's position
should reflect the responsibility of thasgjbeing developed.

(6) The Mini-Computer Committee not be represented on the
"umbrella" committee as it_geemea ;he :élatiénship Eetween a
mini-computer cgmmitﬁee and a committee coordinating institu-

.

tional development did not seemtoo strong.

 first time January 21, 1976. The first task was to develop a definition

for Institutional/staff Development.

- In summary it would seem safe to say that some ingredients of a

. —an acceptance by the staff that such a need exists;

. —commitment by both staff and administration to support, such a need;

~the’ start of some clearly definable means by which staff may create
énviranmgnts to accomplish the purposes in the College’s mission;

-an assignment of résEOﬁsibility for the program to specialists and

committee chairs;
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=involvement of all organizations in the planning and implementa-=
tion of the program; ' |
~some financial support. _ o C o
There remains in the planning of an Institutional Dévelcpmént pro-

some major ingredients which will have to be faced by the new ad

hoec committee:

inecre

progr

ERIC
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-a program of assessment of tﬁe néeds of the staff (currently the:
Staff Development Specialist is interviewing people on a one-to-
one basisg); ‘

-a means of gaining sufficient support by staff to participate in
the program on a voluntary basis; E

Eéxsufficiéntly acceptable reward system for participants in the

program;

[

—-a plan by which the program can evaluate itself.
Thevevalutian stated above took great energy by caring and at times
dibly dedicated people: Such are the ingredients of any successful

am. ’ .
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ARAPAHOE COMMUNITY COLLEGE
LOCAL STAFF DEVELOPMENT
PROGRAM FOR VOCATIONAL EDUCATION PERSONNEL

Douglas C. Gordon
Colorado

The purpose of this program is to provide a series of staff
development activities for vocational education personnel. These
activities are provided at various times during the year.

.7 T

The following ﬁapics are provided for in this program: ;

1. The identification and selection of vocatisnal students who

need supportive services.

2. The training of faculty to utilize and supervise pafa?

3. A training course to prepare persons to functior as’ para-
professionals, lab managers, tutors and classroom aides
in vocational programs.

4, A workshop on managémént development and teaching Eeam
building. _

5. Orientation information workshop concerning career develop-

6. Training workshop concerning teaching strategies and tech-
niques to incorporate self-esteem and concept building
for vocational students into the instructionaliprocess.

7. Mediation of vocational courses of instruction? -

Follow-up and accountability.

o]

9. The ﬁfpcess of contract learning. - -

.

[ip]

PROCEDURES
I. A. Topic: The Identification and Selection of Vocational
Students Who Need Supportive Services.

Objectives: Participants will be able to:
1. TIdentify students with learning problems who need
tutoring or compensatory education.

=
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2. 1ldentify resources ‘availa bl: to provide agsistance
to students,
3. The selection of students for tutoring und compensatory
education. :
+ 4. Relate learning levels and learning styles of students
to instructional materials and content. '

C. Number to be served: Maximum 60 faculty and administrators
from the community college, area vocational school and
public schools. (

\

8-12 clock hours scheduled during lst week -

i
i}
e
s
1 e
.
o
C:.

1. Two sxtsrnsl resource persons @ $100 per day per diem

plus expenses.
Follow-up costs - 520. DO,

Leo ]

Evaluation:
1. End of workshop - report. form - assessing satisfactory
completion of objectives. ' ‘
2. Three month follow-up to determine frequency of
referrals, number of students rsfsrrsd, etc.

IT.. A: Topic: WDrkshop - The training of faculty to utilize and
supervise para-professionals, tutafs, classroc:. aides
and lab managers.

B. Objectives: Participants will be ‘able to: -
1. TIdentify ways in which non-professional psrscnnsl can
~ be used ‘to augment their specific instructional
program.
_EEL Provide adequate supsrv1sian of nunﬂpfafsssicnsl per—-
’ sonnel including: job assignment, training, super-
vision and evaluation. : '

K C. Number Served: Msx;mum 60 vocational education faculty
and administrators from the community csllsgs, area voca-
tional school, and public schools.

D. Time required: 4 hours - scheduled in October.

b
E. Resources needed: - o - ,
1. One external person @ 35 1/2 day

per diem plus expenses 510
2. Evaluation,and follcw-up cost $10.00

. \I—rj\

Evaluation: .

1. End of workshop evaluation, ,

2. Three month evaluation of needs and effectiveness
' survay.
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Topit: Training Course: to prepare persons to function
as para-professionals, lab managers, tutors and classroom

aides.

Objectives: Participants will be able to:
1. Demonstrate understanding of tasks to be performed.
" 2. Operate A-V equipment related to instruction.
3. Plan daily activities with minimal supervision.
4 Demonstrate undérstanding of instructional/learning
process.
Number to be served: 20 individuals.
Time reqﬁired: 20 clock hours - scheduled during October,
November and December - 4 weeks @ 5 hrs. per week.
Resources needed: .
1. Instructidn materials including manual for non-
instructional personnel @ $4.00 per participant § 80.00
2. Staff cost of producing materlals ,
ineluding manual g : $400.00
3., Staff cost for lnSEqutlﬂﬁ £200.00
4, Evaluation cost : ’ $ 30.00
Evaluation:
1. Examinations of participant's insight into role, etc.
2. On job evaluation and follow-up.
Topic: Workshop - Management - Development and Teaching
Team Bulldlng -
DbjECflVES' , !
1. Build trust relationships among team members including
administration, faculty and support persoénnel.
2. Develop open agenda among team members.
3. TIdentify both individual and common group coucerns
and problems related to work areas such as program
development instructional/learning processes, dnsti-
tutional objectives and priorities.
4. Develop strategies for problem’ solving.
5. Initiate understanding of comprehensive open-door
community college,
6. Global perception and ‘understanding of State budgeting
process.
7. Global pefcaptlcn and understanding of State planniﬂg
for higher education especially community colleges
" and. accupatlanal educatlon : '
. Number to be served: Maximum 46 Vo-Ed faculty and ~ -
administrators.’ ‘ O

1 -
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.- Time required: 3 day retreat - warkshap at -suitable

location. Scheduled in October for weekend - Friday,
Saturday and Sunday.

&
Resources needed: !

1. External resource person @ $100 per day- per diem
$300
plus EhpEﬂSES 5500

Materlals - $60.00 ‘

4. Resource persons from local unlvet sities, State Board
and J.B.C. - $450.00

5. Evaluation costs = $40.00

L

Kol

‘Evaluation:

During workshop

1. Daily evaluation and react;an session.

2. End of workshop evaluation - check sheet.
3: On campus - follow-up Session. .

Topic: Orientation information workshop concerning career -

development and education needs of vocational students.
I . L]

Objectives: Participants will be able to:

17 Understand purposes and ngectivaa of career develep-
ment activities, " ,

2. 1Identify ways in which career educatian can be
incorporated into teaching process.

3. 1Indicate redources available for career education

- and déVEleMEﬂt

4. TIdentify procedures for getting students togethar with
available resources. EP

.. Number to be served: Maximum 60 Vo-Ed administrators and

faculty from the community college, area xacatianal schools

and public schools.
<

Zime required: "4 clock hours.

Resources needed:
1, Materials cost - $15,00

.2, Evaluation - $30.00 - . ' ) -
Evaluation: T Coo e,

1, End of workshop questionnaire. ., . »

2. Career develgpment/education activity "and uzilizatiﬂn

study.

B
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Topic: Training Workshop: Concerning teaching strategies
and techniques to incorporate self-esteem and QéqF
cept building for Vo-Ed students into the instrug-
tional process. ’ : '

Cbjectives: Participants will:

1. Be familiar with one approach for values clarification
which can be used in their classes.

2. Be able to use two approéaches to facilitate motivation
and attitude change in their classes. -

3. Understand the dynamics of self-esteem building.

Number to be served:. Maximum 60 faculty aﬂd'admi,;strators
from the community collegg, area vocational schools and
public schools. : g . '
Time required: '8-10 clock hours scheduled in Jaguary.
Resources needed: 7 :
1. zgcansultant/resourée persons @ $100 per . $200.00

diem plus expenses ;.. / . 40.00
2. /2 meals for participants @ $3.50 per meal | 5420.00
3..'9Evaluation cost - | ' : / $ 80.00

< ¥ “ / ) N

. /Evaluation: r /

1. Workshop Quéstianﬁaife-
2. Pre-post selfsesﬁfem studies in selected ﬁLassroams_

Topict: Awareness wcrﬁshcp - Mediation of v?%stiﬁnal
courses of iJsgrucciaﬁi

Objectives: Particig nts will:

1. Demonstrate awarepess of learning theo:
for various modes!|of instruction.

2. Identify four media applications to instruction.

3. Be aware of rationale for mediation .nd resulting
instructional mode§ at the community '

S L
Number to be served: M%fimum 40 faculty
from community college.

y rationale

Time required: 4 clock Qﬁurs in March.

Resources neceded: \ o —
Two outside resource pérsaﬁg
Consultant fee @ $25.00 = $%0.00

Expenses = $30ﬂGG
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Topic: Follow-up and accountability.

!
Objectives: :
1. Be familiar with state requirements for follow-up
and accountability.
2. Be familiar with acccuntab;llty design as per PPBS.
3. Be able to use feed-back from follow-up studies for
program planning.
Number to be serveu: Maximum 60 Vo-Ed faculty and-
administrators from the community college, area vgcational
schools and public schools. :

Time required: 1 .day - 7-8 clock hours in April. A a0
Resources needed:

1. Meals @ $35.0 - 5210.00
2 Evaluation 5 10.00 - -

‘Evaluation: Questionnaire at end of workshop.

[

opic: The Process of Contract Learning. |

0bj ectives: Patticlpants will be:
Familiar with two formats for student cuntracting‘ ,
Able to write contracts based upon competencies. y
Able to relate contracts to course and program
objectives. N

Able to incorporate, évaluation and grade criteria into
a learning cantract.

L I,

Number to be served: Maximum 60 faculty and administrators
from the community college, area vocational schools ‘and
public schcols.

Time required: 4-6 clock hours - scheduled in early May.
Resources needed: 1 meal @ $3.50 per participants - $210.00
Evaluation: V

1. End of workshop questionnaire and action plan with
fDlle=up in Tall,

. BUDGET )

Ditect costs - Total Costs

1. Personnel N
Instruction ' $ 200.00
Consultants ©1,960.00

2. Operating 3,195.00

3. Evaluatien ~220.00

$5,575.00
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OBJECTIVES

Workshop: Idegg;fyingrgg§fSglgétingrVgcgﬁignal,S:gdents Who Need

Each workshop participant will be.able to:

1. better identify students with learning problems who need
- tutoring or compensatory education,

2. better identify résources available to provide assistance. to
students, :

3., better understand how administrative support relates to sup-
portive services, '

4. better identify téacﬁing‘stfategies appropriate for supportive
services, ' o

8

5. plan and design improved programming to the local school.

HVDCATIDNAL SUPPLEMENTAL SERVICES-~TUTORING PROGRAM
. GUIDELINES FOR REFERRAL. _
(One or more of the following):

1. Poor Test Grades ; ,

2. Problem in-=%

Reading _ v v
Math \ *Must relate directly to
Study Skills ~ vocational program
Communication Skills

o

[T ]

3. Need assistance with a Unit of Study

(1 or 2 weeks of tutoring or less) / - !

4, Need assistance with the Course of Study
(Longer period of tutoring) '

5, Irteguiat Attenéance

6. Attitude Problems

7. Behavioral Problems : /;
8. "On-the-Job" Difficulties

9, Other
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DELAWARE TECHNICAL AND COMMUNITY COLLEGE

John R. -Kotula ' -
Delaware

Delaware Technical and Community College is a multi-campus, two
year Assoclate-degree granting institution of higher education which
provides academic, technical and continuing education opportunities
for youth and adults in the State of Delaware.

system to a four- campus ccllege system has demanded Ehe recruitment
of staff fro ry
milltary and other avallable sgurces CansequEntly, there has been
a continuous need for staff development averuthe years whi¢h is:
being provided for in the following manner: °

Rapid ginwth over the past eight years, from a one-campus

Pre-Service Faculty Program
AACTion Consortium

Occuaptional Teacher Consortium
Inservice Training Program

Pre- Service Faculty Program

Every August the faculty members of each Delaware Technical and
Community College Campus engage in a two week Pre-Service session.
During the two week session the activities are devoted to curriculum
planning and to the development of new instructi%nal strategies.

To insure systematic curriculum planning in the multi-campus
institution, liké departments from'all campuses meet together during
the Pre-Service at a central location to share ideas and to coordi-~
nate the curriculum planning. The ggint meetings also serve as a
catalyst to promote innovative ideas in curriculum, as well as in
the development of new.instructional strategies. Carefully selected
consultants serve with the Deans of Instructien as team leaders
during all sessions. ' ' ' :

Plans and ideas created during the Pre-Service are implemented

during the college year under the direction of the Dean of. Instruc-
tion at each campus. :
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AACTion Consortium

Delaware Technical and Community College is participating in a
consortium of 120 community colleges, private junior colleges and
technical institutes funded by Title III of the Higher Education Act
of 1965. The purpose of the consortium is to help the colleges
develop and improve programs so that the collegés will be better
able to serve the eeedem;e and career development needs of the stu-

dents.

Speelflcally, DelTech faculty development actlvltlee lnelude
experiences to strengthen instruction at the four campuses of the
college. The experience includes the participation of a Dean of-
Instruction in a seven day workshop in which the identification and.
design of systematic instruction.and innovative curriculum develop-
ment was the focus of the workshop. As a follow-up to the wcrkehep,
participants visited exemplary programs at community colleges in
North and South Carolina.

eellege, were eeleeted to parthlpSLE in a epecielie; training pro-

"gran which meets two days per month for six months duration. The
instructors were selected because of their interest in individualized
instruction and their leadership potential within each campus. The
training program helps the instructors to improve instruction design
for each student, to increase the use of educational technology, to
impreve’inetrueeionel evaluation and to integrate instruction with
work-study and cooperative programs. AACTion staff, consultants

‘and staff of Delaware Technical and Community College are providing
the training. Once trained the sixteen instructors will serve as
instruction specialists at their respective campuses in an effort to
implement and continue the transition toward an Dverell indivldualized
instructional’ Syseem.

STAFF DEVELOPMENT THROUGH DELAWARE'S
OCCUPATIONAL TEACHER EDUCATION CONSORTIUM

, Delaware's Occupational Teacher Education Consortium (University
of Delaware, Delaware State College and Delaware Technical and
Community College) has provided an added dimension to staff develop-

" ment activities at Delaware Technical and Community College. The
Occupational Teacher Education Consortium continuously generates
workshops, graduate courses, and special projects on a state-wide
basis for faculty members at each campus.

~ One Occupational Education project that met with great succesz
was the ACTIONS project (Activities for Career Teachers in Indi-

« | vidualizing Occupational Needs of Students). The project enabled
instructors to design and utilize gn individualized instructional
approach in meeting the occupational needs of students. Each partici=
pant enrolled in two speeiel graduate or undergraduate courses,

«. L 7‘L
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depending upon their individual circumstances. If desired, the
courses were applied toward degree requirements at the University
of Delaware for their respective programs. The first course was
offered during the Winter Session. The special course consisted
of five instructional modules covering the following topics:

; (1) developing, (2) implementing, (3) practice, (4) evaluating,
and (5) preparing modules. .

After completing the Winter. Session, each participant imple-
mented the prepared instructional module in their campus system
during the Spring Session. In addition another module was developed
which required the assistance of another instructor. The project

furnished on-site consulting assistance, the necessary software,
and printing or reproduction of the modules for field testing.'’

""ﬁ

The ACTIONS project met with such great success in the past
that it is being offered again to glve an Dppartunity for greater
- faculty parﬁlcipatlon

: Insewig% Training Programs -

A wide dlvergence in backgr@und characteristies exists in the
college staff population. The college curricula includes:’ (1)
College Parallel Programs, (2) Technological Specialities, (3)
Related Studies, (4) Pre-Technology courses, and (5) certificate
courses for upgrading. These varied areas of instruetion demand
differlng kinds of preparation in terms of academic and expétienge
orientation at the time of employment. gducatianal level of staff
ranges from two years of college to the master's degree, and béyandi
Successful occupational experience ranges from none for many aca-
demicians to extensive experience for the technologist. With such
diverse staff background, the staff development task is a definite
challenge to the college leadership.-

Continuous inservice programs have been developed to meet the
assessed needs of the diversified staff. Most. staff have had little
or no prior training in individualized instructional systems or o
other innovative instructional methods. Inservice training programs -

! are conducted to familiarize all faculty with the advantages and-
to provide basic understanding of such 'systems. Selected staff are
recelving intense training in developing individualized instructional
systems. This training is conducted by the use of consultants and
DelTech personnel and is scheduled throughout the year. At DelTech,
it is belleved that effective instructional improvement programs
must function on a continuing basis.

It is imperative that skilled technicians who have industrial
or business experience. continue to maintain and update their skills_ .
and technical knowledge after having been employed as an instructor
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at the college. How to provide this opportunity has concerned both

faculty and administration at DelTech ever since it opened its

doors. The college has been able to placeva limited number of
instructors in paid positions in industry during the summer months.
Exchange programs with a few industries have provided addltlnnal
experience for instructors during the academlc year.



STAFF DEVELOPMENT AT MTAMI-DADE COMMUNITY COLLEGE}
A BRIEF OVERVIEW

Alberta Goodman \
Florida

During the 1968 Special Session of .the Florida legislature,
Senate Bill 76X (68) was enacted which provided funds for a program
entitled Staff and Program Development. The purpose of these funds
was, and is. to improve the total effectiveness of the college
curriculum by providing continuing develcpment and 1mprovement of
faculty, staff, programs, and resources.

In respcnse to educational tfends and Enmmunlty needs, Miami=
Dade Community College decided to use these funds in an effort to
attain its long-range 1nst;tut1@QQl goals. Because each of our
campuses serves a unique populati@n, the President granted autonomy
to each campus in terms of how to 1mplement the college's goals.

At the North Campus of Miami-Dade Community College, a long range
plan, supportive of the institution's goals evolved.

. During the first five yeafs_of this effort, the Office of Staff
and Organization Development at North Campus, which reported directly
to and received support from the vice president, offered workshops,
individual consultation, expertise from outside consultants, and
training for internal consultants to help the campus achieve its
goals. To meet the needs of the campus, this office grew from one
person to a team-of, at one time, as many as five full-time persons.

- ‘Under its director, this team provided the campus with skills in
human relations, curriculum innovations, management by objectives,
and instructional support. The idea of the team was to have persons

with complementary and diverse talents and personalities in order.to —— -

be maximally effective in reaching as many of the staff-as possible.

As a result of a North Campus organizational re-structure, the
role of the chairpersons changed. Comprised of representatives of
each area of the campus, the committee which proposed this aspect
of the re=structure did so because it believed that the chairpersons
with their faculty were ready to.be responsible for the major role
in promoting, supporting, and Evalua;ing instructional improvement.
Seen as tHercfore having accomplished. its purpose, the Office of
‘staff and Organizational Development dissolved, The director became
once again a team of one, yet a member of the vice president's staff,
to work with organizational development issues; Dr. Alberta Goodman
became a team of one, and a part of the learning suppﬂrE system, to
work with curriculum and instructional support for the campus. This,
then, is the current organization,
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Having seen a very compressed and distanced history of staff
development at North Campus, let us now move to a description~6F—the .
present. First, this area is now called Curriculum and - Instructionéi\
"Support. . The following are the rationale and role description for
the person lending such support: :

RATIONALE:

It is the respcns;b;l;ty of the Curriculum and Instructional
Suppﬂft Person to design and implement teaching and training
modules that demonstrate the content, value, validity and
desirability of the CampLs 1nstfuct1nnal program thrusts.
This person will serve as-a resource to all instructional
delivery systems in establishing new and/or experiméental
courses and programs and in revising present offerings.
This person will support workshops being conducted by an area
‘and coordinate workshops that involvé more than one area.. To
this end, responsibilities include: assisting in the design
and implementation of instructional activity that is in line
- with- Campus objectives; gathering of essential research and
. information for both in-hou ¢ use and public consumption;
-assisting faculty to increase their instructional effective-
ness with respect to developing course packets and instructional
strategies. :

8

SKiLLS,ANDﬁABILITIEggﬁEEDED:

1. A thornugh understanding of the afgaﬁlzatian 5 goals
and alms

2, Ablllty to construct a plan for identlficat;on of
. 1nstruEE1Dnal problems.
3. Ability to identify and dlstlnguish between lcng and
shcrt range training needs

4. Abilicy to write clear training objectives to answer
agreed upon training needs.
£
5. Familiarity with varlous teaching methods and ability
to research current training material.

¥

6. Ability to determine the spécific role of the instrucgcf
as it relates to the student. :

7. Ability to maintain concern for the specific problems
of faculty. ‘
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ROLE DEFINITION: ...

1. To serve as a curriculum and instruction cﬂnsultant to
all administrators and faculty

e 2. To link w1th thase members 1n éaLh dellvery system wha are

3. To help all departments establish course and program
goals and objectives. »

strategles.
5. To gather data for in-house use and public consumption.

6. To coordinate all resources (materials and consultants)
in the Curriculum and Instructional Development Program.

i B} L , LT L R
7. To facilitate any special projects or committees which
directly relate to curriculum and/or instructional: concerns.

8. To link with the Director of Management and Organization
Development in order to insure that management training
supports curriculum and instruction.

9. To work with the Director of Management and Organization
Development in the development of any wérkshops of a
cross—-unit or géneral nature (such as the Student Leader-
shlé Conferenc ~

=
o]

Uﬁan-request EG~iﬁtEtVéﬁE as a process Eacilitatar.

11. Upon request to aid in team- bu1ldlng wlth faculty and/cr
‘ other staff members.

y 12. To work as a team member with’representatives from the
library, the learning center and the audio “visual area‘in
order to maximize our joint utilization of-one-another's
resources in support of faculty needs.

Reading through this rationale and role definition, one can see
the emphasis has  changed from that of pro=actively directing and
promoting change to that of assisting and supporting change. What
the office does now is discover via interview sessions the priority
needs of the various areas on campus, design methods to help meet
these needs, and implement these methods. The major constraigt,
here, is that the office is comprised of only one curricylum person,
one secretary, and a small budget for materiﬂls and supplies. '

i
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. The office extends help to faculty, classified s taff, students

. and administrators on this campus in a variety of ways. One is to

" 3_ offer workshops. Depending on the needs of the client, "“such workshops

_ may be departmental or 1nterd15¢1plln3ry They may be offerad for

. in~house credit toward promotion, for teaching load points, in
"exchange for some reledsed time, or just for growth. Attendance may :
xbe voluntary or required by a supervisor; while the voluntary sessions
are preferable, they cannot hope to touch all staff.- Depending again
Qn the readiness level and needs of the area, and the time involved
for the actual sessions, the workshops may emphasize one or more of
the following skills:

1. Writing behavioral, pEffOImEHCE—DIIEntEu objectives
b

2. PEEpaflng cours e package

) " . 3. Evaluating ccpréeg T ‘ . : o

"4. Evaluating instructors
5. Human relations

6. Teaching via alternate strategies, such as:

a. simulations'and gaming
b. role playing
c. peer teaching and peer evaluatinn . .
‘d. modular ianstruction - : .
e. small task group érientatian'
f. use of films, overhead projector, video tapes and
- other media
g. consensus decision-making
h. mini-lectures
7. E&aluating vatying Stracegies _
? [
8. Implementing the open door phllcsap,
’ cul@ege

f the community

9, Managing, andAutiliging power effeét,'ely

10. Pfom@ting affifmative action, minority awareness, Black
cuntribLtlans, etc. - ‘ |

11. Computer assisted instruction
12, Competency based instruction [
) : |

13. Creative problem solving

14, Assertiveness training

ERIC * | "
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receive an evaluatlun EfDm each psrtlglpant whlch helps me dlscern
what designs are working, what changes are needed, and how to betfer
/ _ serve the participants. These evaluations may be very general and
simply ask what activities, .handouts, parts of facilitator style, etc.,
helped or hindered participants' learning; or they may be very
specific and ask for reactions through a forced choice questionnaire.
In terms of the implementation in the classroom Df other setting,
however, the office has no role in evaluating the participants. For
example, if a departﬁent requests a workshop on how to write cognitdve-"
‘and affective ngectlves, I conduct the workshop for them and ask for
their feedback on it. The faculty themselves and/or the chalrpe:scn R
‘ of the départment is then respansible to see that the participants . //
C T Ectually wrltE‘ijEEtives‘fﬁf—th21r=ﬂcurse packages ‘to. dlstribute to
the students.
i : - : ,
foerlng watkshnps is only ong of the ways that the office
functions. Another way 1s to help individrals on request:—For——— ——
example, if a particular faculty member wants to try out a new :
exercise in a class, but does not know how, I will attend the class¥
demonstrate the exercise, and show the faculty member how to utilize
it. Similarly, if a faculty member wants feedback on his/her teaching
effectiveness, I will obtain the objectives for a few of the classes,
attend them on request as an outside observer, and share my per-
ceptions and perhaps suggestions with the ‘teacher after the classes.
. 'If I cannot attend, I may suggest that the instructor videotape the
sclasses, and then we will watch and discuss these tapes together. o
In a different vein, if a secretary is having difficuity with a
supervisor, I am available to hear the nature of the problem, keep
the consultation session confidential, and help the person look for
problem solving means. Similarly, if two or more parties are in
conflict, I may be asked to help them confront one another and try
to resolve the conflict. Or if an administrator wants Eeedback on
how he/she comes across, I may be askad to observe the pEfSOﬂ working
with his/her management team, and then to provide-some EDnSETHCthE
. feedback. The major difficulty with this modus operandi is the
pressure of-time. Obviously it is less efficient and less cost
effective to spend time with only-one person when the DEEiEE might be
using that time for many more. Yet, this is time well spent. Just
as some students..do._not._learn well in groups, some staff mambers need
individual help. Also, the office values sharing warmth; pé&rsonal’
contact, and friendliness as-aids to promoting such atzicudés tawards
the students and among the staff.

! . e
'Tn addition to offering workshops and individual consultations,

a role of this office is to facilitate meetings on request. These '
may be meetings of standing.committees, Ad Hoc task forces, or simply
meetings of two or more people, As a facilitator, one helps the . Y,
parties involved hear one hnozher, stay on the issue, evelve and main=
tain a problem solving orientation, practice feedback techniques if
appropriate, level with one another if appropriate, etc. One may also
gather agenda items, publish the agenda for the group befure the
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meeting, and synthesize the results of the meetlng in wrltten form
for the ?artlclpants Scmetlmes, depending on the nature of the
contract with the group; “the facilitator may‘also offer (some’
currlculum content 1ﬂfDrmatlon to the grnup S dlSQuqslon .

plaEE Where faculty members can gQ for R and R (rést and relaxation),
have a cup of coffee, chat with a colleague, and be free from bells,
telephdnes, and the like'for a while; since copieks of magazines,
tapes, modular packages, simulations, books, games, publishers

guides, etc. are housed here, a faculty member’can also go here for

R and R (research and resources). Much as instructors develop.
individualized learning packages for students, the office designed
"this area as a self-help and self-paced learning support for faculty.
To give you a taste of its- flavor, the following is a CDpy of an open
invitation to all faeculty: :

A TD:”g ' Eﬂi Faculty
FRDE Alberta Goodman

: o
SUBJECT. FACULTY RESEARCH AND RESOURCES :C ENTER, KOUM 6134

- F
;

If'you need a place to unwlnd would like a quiet research
ﬂook want to preview films, or would enjoy exploring varying
: teachlng stfacag;es with colleagues, the place for YOU is
fraam 6134, FACULTY RESEARCH AND RESOURCES CENTER.
{ Housed.in this area are some simulat}on games, refete
materials, sample course packages, tapes, etc. . All of Ehe
materials here are for you to utilize at wyour leisure You
may also check—out items of interest for your personal use
) " and/or for use in your classes

2 .Across, the hall in room 6112, a research person will be

£ available by appointment should you wish to avail yourselves '

of their expertise in researgh You would be gladly helped

with a MRP design, any project research, designing criterion
referenced tests, ete. If I (Extension 4287) can help you

in taking a look at your courses, exploring different strategies,
preparing evaluation instruments, etc., I will be available

by appointment in room 6112, too. . )

In addition to the.academic sida;cf things, I thought it
would be nice for us to have a lounge area away from our
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various U‘pnn%lhlliLiLH and our telephones. ‘pherefore, 1
hought 1 coffee pot and ,uppllu (all donations gratefully
aecepted) for this area. IngQLer witly the supplies are the

different stvles of furniture in 6134 which I hope will help
our "lounge" bedome a place for rest and relaxation for us.

2
llours open for yﬂu ‘to browse, felaﬁ, and/or check-out materials”

Ty,

are: . .
Monday through Friday ==  9:00 A.M. - 12:00 Noon ,
1:00 P.M. - 4: DO
) ) ) L
fvenings . == We're trying to get help.

i
Since this is a brand new "baby," I need all the help I can
get to allow it to grow up into a place that really serves .
our needs. So, if you have any dourse packages, modules,
5%mu14t1uns, relevant bqoks, etc., which you would be willing
v ' to house in 6134 so that.colleagues may share them, pleaqe let
me. know. Also, T welcome your sugpestions of -any additiens
or changes to increase the effectiveness and utili?atinn of
our FACULTY RE%EARCH AND R. JOURCES CENTER.

#

Peace. J \ ,
Utilizing individual staff members' éxpertist is anathe : '
vritical element of the program. The campus has d vast array, of
- “talent, skills, and knowledge among its staff. While it*is difficult
to tap all of thesefregaurces owing to the size of'the operation and’
the limited supply of rewards, the office tries to discover particular
. strengths that people have, 1nv1te them to share these strengths w1th
others, and compensate them’for ‘their time and effort in some way:
Fortyrately, 'many people are willing to sharé their expertise WlEhOLt
formal reward; fELﬁgnltlDﬂ‘by itself segms sufficient. At this time;
howaver EhE lﬁStltutlDﬁ is Erylng to revamp itg reward system s0 as

@ . I3

. .
S Tnﬁ;lving and utilizing .the skills and abilities Df people in
the community, but not connected with the college, is yet anothef
+ way. the office uses ta_facllltate change. For example, as women's
K awarengss has become an increasingly important campus issue, the
office has helped locate women lawyers, dcitérs, etc,, to come to
campus, and hold seminars in ‘their dis ipliﬁesffaf the campus commu-
nity. This 111kage with the city and county benefits the campus in
.at least two ways: “one, the campus receives (usually gratls} new
knowledge; two, thé campus can Enllghtan cammunlLy members as to its
scope and.direactions.
- . B s
e ~. Reading books and articles, previewing films and slide presenta-
' ‘tions, and listening to records and tapes in order to share the v
relevant items of this batch with appropriate people on campus are

=
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other functions of the office. When T find a great new:[ilm on
advertising, for example, T eall the Direcror of Occypational Carcers
to pass it along., When T find something worthwhilelin print (which
may be legally reproduced), T have copiles made and distributed to
people who may be interested. ' | )

'

Dverajl in every activity in which the office |s involved, role
by y : I = : Ny . oo R U
modeling ig primary. Therefore, if T am hoping Lha% peopleiwill be
more responsive to the needs of our students, '

I tryto be responsive
to the needs of the patrtic

ipants; if 1 want to promote the partici-
pants' ability to receive negative feedback, 1 must]demonstrate my own
ability to receive negative fecdback without becoming defensive.

Since a major part of my role involves working with faculty in the
area of curriculum innovations, it is also important for me to teach

a class whenever possible as part of my staying in

‘touch with where
our sLudent body is at, and of my remaining empathetic with the nceds
of fagulty ‘

[

i

; Having viewed the past and present, we look npw into the future.
Be se the nature, emphasis, and priorities of this office cannot
remaln static, but must respond to changing needs ’uf the client
systetn, it is difficult to say with any certainty exactly what the
Curriculum and Instructional Support Program may be for next year ..
at North Campus. In terms of the long range plans, the office L
anticipates receiving requests for more workshops, materials,
in the area of Equal Access/Equal Opportunity, and in helping
mora interdisciplinary programs. The occupational and technica
seem to be expanding; therefore, they may desire more help in the
next five years than they have, say, in the last five years.

c.

LnuliE (]
A
[ip]

reate

t
aredas

B

i In terms of Pbel{mEviﬁd constraints in the real world, there ¢
ave some faculty who continue to resist all efforts aimed at changE"
sume chairpersons seem oblivious to their new role in pfgmot1n5 EhﬂnéE'
some administrators continue to forget ‘to~make any budget allocations'
in support of change=-but in each case there afg fewer than there_uagq
to be. Moreover, as each department assumes responsibility for its |
own improvement, this pebble-in-the-pond effect has the potential to \_
produce ever widening circles of growth.
. . ]

In the future,.as has been the case in the past and present, the

. - < . i
.office cannot be wedded. td any particular method or any narrow !

philosophical position. Rather as a catalyst for improvement, or as ‘
an ingredient to help foster planmned change and growth, the Office of
Curriculum and -Instructional Support will remain open and ready to

respond to needs of the campus clientele and community. :
|
. i ‘

¢ . ¢

. . U — ‘

. B f s . B i
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MORAINE VALLEY COMMUNITY COLLEGE
STAFT DEVELOPMENT PROGRAM

Richard . DeCosmo
Illinois

w

For the first several years after the birth of Moraine Valley
Community College scaff development focused chiefly on the selection
of new staff members,  Changing needs could be reflected In the
cmployment of new staff who could meet those needs. Persons already
on the staff learned by experimenting and sharing what they had
tried. These activities led to personal and institutional growth
particularly at a time when the call%gg was smaller than It is now.

‘As we become a large college with many educational programs, 4
sizeable staff and a host of suppurt %y%th% fnr hnLh htnff und slu=
dents, such an informal program orf staff development will not produce
the same results it once did. Furthef, thL numbgr Df nevw sLatf hirLd
each year becomes only a small percentage of the total staff of the
college. Thus the North Central visitation team rightly stated the
following concerns in their report.
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Lack of opportunities on a frequent basis for adequatc pro-
fQ&SlUﬁl] growth along disciplinary lines

Need for more comprehensive and stronger programs of staff

development.
There is a néed for review of in-service programs for staff.

The concerns expressed in this proposal are not unique to
Moraine Valley Cammunlty College. They are felt by many in higher
education generally and the cofmunity colleges particularly.

...programs for the 70's should focus on in-service education.
Community-junior colleges employed approximately 130,000

staff members in the fall of 1971. Although most of these
stalf members had completed their pre-service educational
ekxperiences, all of them needed continuinz in-service educa-
tional experiences. (0'Bannion, 1972)

This concern has evolved into a serious attempt to focus on staff
development in national workshops and seminars. 1In addition, many’

“individual colleges across the country are expanding and formalizing

their staff development efforts.

All staff members need to be able ta participate in programs
which will afford opportunities to study new ideas, see programs in

K
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operation, develop new skills
| sorking together to accomplish the objectives of the college, The
rapid changes taking place in community collere education requires
the support of such a program.

or refine old ones and find better ways

With increasiny. :ow developments in curriculum, instructional
technology, organizational patterns, facilities and equipment,
and teaching-learning styles, (many of which have been
developed by and for community-junior colleges), it is
imperative that staff ‘have opportunities to learm about and

to adapt these innovations to their situation. (0'Bannion,
1972)

PROGRAM GUIDELINES

The program for staff development is based in lafge measure upon

. the following guidelines.

1. The program should address itself only to the in-service
portion of a staff development program.

The program should outline a framework within which staff
development may occur. .

]

3. The responsibility for professional growth rests with each
staff member. A program may only serve to facilitate that
growth. :

The staff members themselves, through their representation,
should plan and implem&nt the program subject te only .
minimal institutional guidelines or policies. As a conse-
quence they should be acsﬂuntable for their actions.

Lo

5. Where pn551bla, the program shauld build ‘upon the work done
during the preceding . year.

6. The program should be flexible enough so that it can meet
both institutional ‘and individual needs, .

PROGRAM ACTIVITIES

The program will contain several different kinds of activities

which will promote both individual and institutional growth,

Learning Improvements Grants: These grants will be awarded to
staff members who would like to try some new techniques or
methodology in performing their present assignment. The grants
will be small (up to $1,000) and can be used for whagever
activities were approved. Interested staff membe 's shall

submit proposals. - Each proposal accepted will require the

30
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gstaff member to evaluate his project and to report his efforts
and results to the rest of the staff upon completion of the
project. Grants will be given only for projects that a faculty
member has not previously tricd and which can not be done with=-
out some ‘small financial support not available through the
regular budget process. Ten thousand dollars should be set
aside for this program.

On-Campus Workshops, Seminars and Mini-Courses: Workshops and
seminars will be planned to provide large or small groups of
staff members with opportunities to learn about techniques or
ideas in which they are interested. These will be led by
external consultants or MVCC staff members having special
expertise. The program of workshops and seminars will be
planned by the committees appointed to perform this function
for each staff group (faculty, administrators, support staff).
Eight thousand dollars should beé allocated for the groups
collectively.

College Visitatjion Program: After areas of institutional needs
have been identified, colleges which have ralatively successful
programs will be visited by teams of MVCC staff members to see
those programs first hand. Teams may include any number of
staff members up to eight and will bz a cross section of the
staff appropriate for such a visit. The team will prepare

and submit a report to the rest of the staff. Where possible

a team will visit several colleges in the crea of the selected
college, Seven thousand dollars will be set aside for this
purpose.

foegggpus,WGfkshops,,SEQinarsAaﬁd C~nferences: Individuai

staff members may request travel [unus and professional leave
to attend these through the normal budget and allocation pro-

"cess. No additional travel funds will be allocated for off-

campus workshops, seminars and conferences through the staff
development program. The staff member must prepare a brief
written proposal outlining the reasons for attending with a
report on the results of attendance. Tuition for-sSpecial
seminars, workshops or conferences will lLe ccnsidered for
special funding if the cost cannot be born hy the travel budget
for the cost center. Four thousand dollars will be set aside
for such seminars, workshops and conferences.

Tuition Reimbursement: Staff members will continue to be reim-

bursed up to $25 per credit hour for approved courses taken at
colleges and universities.. Four thousand dollars will be
allocated for this purpose. '

Program Adminiétrati@n: 'Each faculty membe - formally involvéd

in the plann¥ng and implementation will be paid one.overload .-
hour per semester for working on the project except for the

87 R
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chairman of the faculty committee who will be pgranted two hours
of overload each gsemester. Estimated cost = $7,000. (The over-
load hours will be in lieu of teaching overload hours.)

ORGANIZATION OF TIE PROGRAM

Faculty Development Sub-Committee: This committee will be made

up of one representative from each of the subdivisions containing
a significant number of teaching faculty (A,B,C and D) and one
non-teaching faculty member. The members will be elected by the
staff of their unit. The committee will elect its own chair-
person,

This {Qmmittge will be responsible for administering the

Learning Improvement Grant Program $10,000
On-Campus Workshops, seminars & min-courses 2,000
0ff=Campus Workshops and seminars , 1,000
Program Administration ’ 7,000

£20,000

%

Maﬁagement Development Sub- Cﬁmmltggg This committee will be
composed of three administrators elected by the non-teaching
professional staff of the college plus the Dean of Instruction
and the Dean for Student Development, It will elect its own

chairperson.

It will be responsible for the following programs:

On-Campus Workshoups & Seminars 5,000
Off-Campus Workshops & Seminars “ _<,000
: ' 57, 7,000
. ] Sub ~Committee: This committee will be made
p of three persons elected by the Y.O. U group. It will elect -
its own chai rper UM,

It will be responsible for the following programs:

On-Campus Worksnops & Seminars - ( 1,000
Off-Campus Workshops & Seminars 1,000
) $2,000

Staff Development Committee: This committee will be made up of
chairpersons of the three sub- -committees and the executive
vice president who.will act as its non-voting chairperson. This
committee will be respon51blé for program review and may re- \ 7
allocate funds if unused- ‘money is, available for" re-allocation )
and other programs or ccmmittees need additional funds. Such /

88
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re=allocation must have the approval of the appropriate sub-
committee, It will be responsible for preparing a plan and
budget for each fiscal year after the first, 1t will he
responsible for evaluating the entire staff{ development pro-
gram outlined inthis report. Tn addition, it will administer
the college visitation program - $7,000.
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NEW FACULTY .ORIENTATION/EVALUATION

AT TRITON COLLEGE SCHOOL OF CAREER EDUCATION

Vernon Magnesen
Illinois

W
o
<

This description is based upon the material developed
members of the staff at Triton Collepge School of Career Education
for its New Faculty Orientation/Evaluation handbook. The table of.

contents of that handbook is presented along with selected portions
of the content. ‘

o
(%]
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NEW FACULTY ORTENTATION/EVALUATION

CONTENTS

I. Instructional Improvement Suggestions

A. First Semester Meeting (Approximately Six We eks-
After Semester Bepins). e s

B. Discussion with Dean of Students c e e
1. Deficiency Notice and How Counselors Handle
2. Withdrawals
3. Student Data Available

. 4. Special Problems

C. . First Six-Week Visitations. . . e e .

D. Student Survey at Conclusion of DnE WDnLh

‘E. Visits to QOther Instructor Classes. e e e s

F. Videotape==Self-Evaluation. . .-. . . . . . . . .

G. 5elf-Evaluation Instrument. . . . . . . . . . . .

1., Second Meeting=-Mid=Term. ' ..

I. Multi-Media Develapment "Pool gf Dutstandxng
Presentations''. . . s s s e s s s s .

J. Preliminary Evaluatlen. . .

K. Plan Developed in Response tD "K" .

L Plan for Professional Growth. . . . . . . . . . .

M. Final Evaluation. ., . s e

N. Multi-Media DLVElnment DF "Mlnl In%truLtlnnal
Impfevament Units". . . . s s s s e s

0. Communiques Rggardlng Fagulty )

P. Other . . . . . . « e e s s

II. Student Evaluation FDrmE (Evaluatlmn Qf Faculty)
A. Student Ratings of fa;ulty (AAUP BLlletln,

Winter, 1969, pp. 419-442). . . . . . . .
B. Student Dplnlén of Teaching & Course (%ﬂm , ) .
C. Triton College Instructor Rating Scale (Sam le)
(Pilot Study) . « « v v v ke e e e e e e e e
III. Self-Evaluation : T
: A. Videotape . . . e s e e . s s s s s
B. Sample--Faculty Self Evaluatluﬂ Iﬁstrument e s
IV. School of Career Education Classroom Visitation Report
Form (Used by Administrative Personnel) . . . . ..
Caurse Qutline Format (Sample Objectives) '

Information Sheet (Wha to Ask; Where to Find) . . ..

m

<

Appendix

(1) Listing of Professional Growth Activiti._s
and/or Opportunities. . . . . . -
(2) Samples of Individualized Department
Evaluation Instruments. . . « « « + + s s = s = =
(3) Listing of Materials in Faculty Development
Center in the Independent Learning Laboratory . .
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INTRO.. <TTION

The content of this bulletin represeniz thoughts and ideas
expressed at Career Education Council me etings and in uo way sug-
gests unanimity on all points. There is, however, udnanimity in
one ragard: Improvement of instruction is the single goal; and
emphasis is on suggeslions, not requirements, stated r implied.

(]

1. Instructional Improvement Activities:

A. First 3emester Meeting: A meeting ¢f Carcer Education Chair-

rst
persons, Coordinators, Asst. Deans and Dean should be held
i

for all first-year Career Education faculty approximately
x weels after the first semester begins for the purpose
of: (a) discussing any instructional problems needing
attentioa, (b) reviewing handbook items that may have
caused questions in the 'past, (c) discussing reactions to
type of students enrolled, (d) fLViQWiﬂg utlllzatlan of
conference hours, (e) reviewing "deficieney notice' pro-
cedures, (f) other items as determined by experiences.

]

B. Discussion With Dean of Students: The Dean of Students
should be present at the flfst meeting to discuss in detail
the deficiency notice prncedute, its importance in terms of
those students having academic difficulty, and the use made
by counselors of this information. Also covered should be
the withdrawal procedure, usé of general petition, sproial
student data available to all instructors upon request, and
other items as deveLap

C. First Six Weeks Visitations: During the first semester
(after appfgxlﬁately six weeks of the new semester), new
faculty shall have class visitation by: (a) department
chairperson or coordinator; (b) one or more peers, if in
line with departmental philosophy; (c¢) administrator with
direct responsibility for specific area assigned. Any

evaluations culminating from these activities should be
reviewed with the instructor within one week of the
evaluation visit. A review should be made of the instru-
ments’ used in the visitations.

survey of two or more classes* selected by the instructor
1s recommended at the conclusion of the first month of
instruction. (*Certain health areas may find that only one
group may be surveyed.)

D. Student Sufvey at Conclusion of One Month: A brief student

‘If tﬁe iﬂgtructar wishEE, tha results of thls surve be
com

\'4
]

e —pSfL
Df the lnstructor 8 folClal flle_ However, it is important
to emphasize that this would be totally up to the discretion
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of the individual faculty. Some may wish to use a student
rating form, while others may feel this is not appropriate

A ILlelQn on the part of the faculty member not to use the
form, or a personal view that the evaluations should/be
used for self-evaluation only, will have no reflection upon
the faculty. (Samples of two forms as well n a compre-

-hensive artiecle from the AAUP are contained i.. this

bulletin.)

VlSlEE to Other Instructor Classes: In order to broaden
one's PKPEfiLﬂLQ in a new instructional enV1r@nmEnt it is
suggested that new faculty arrange to visit the classes of
three other instructors during the first half of the Fall
Semester. It 1s felt that viewing instructional techniques
of instructors who work with Triton students can be of G
special-value. Approval, of course, must be received from
the instructors who would be visited. Some departments

may wish to request that experienced faculty serve as
"sounding boards'" who can provide special assistance upon
request, ’

Although many faculty members
have had a presentéfiﬁﬁfv;deataped as part of their student
teaching experience methods class, many have not used this
effective means of self-evaluation. Multi-Media has agreed
to assist any instructor who wishes to videotape one or
more of his classes for self-evaluation purposes.

VldeatapE-sSElf -Evaluation:

Self-Evaluation Instrument: One area which hdas not been
used in the past at Triton College is a regular self-
evaluation instrument., The self-evaluation instrument
developed cmgparatlvely with Career Ed. Council a@d first,
second and third year Career Ed. faculty is included in
this bulletin. If a new faculty member wishes to complete-
such a form and wishes it to become a part of his official .
file, this will be welcomed by the Dean of Career Education.
Agaln, a dEClSlOD not ED use Euch a form would have no

Second MEEtlﬂg A second meeting of the Career Education

Council and new faculty should be held shortly after mid-term
of the first semester to review the same type of items dis-

cugsed at the first meeting only with the additional benefit °
of having attempted some of the evaluative suggestions, .
experienced classroom visitations, etc.

Multi-Media Davelopmenc "Pool" of ﬁutstanding Presentations:
Multi-Media should be requested to develop a '"pool' of out-
standing classroom presentations (on videotape) which tan be
reviewed by new instructors, part-time instructors or anyone
else desiring to see outstanding education in process. The

093
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: H

tructional Improvement Committee should be charged with
ect ing several such instructors for videotaping.

!

Preliminary Evaluation: Any of the items above, relating

ns
sel

to instruction and which are agreeable to the faculty

involved, will be included in the evaluation session to be .
conducted in December for each new instructor. For example,
with faculty approval, student evaluation, self-evaluation,

and professional plan could be included.

Any areas needing improvement should be reviewed with the
instructor at a conference comprised of the department
chairperson/coordinator, faculty member, and Career Edu-

cation administrator(s). ' £
It is recognized that prior to the December meeting there
most likely will be a number of earlier meetings at the

departmental level.

Plan Peveloped in Response to "K': It is recommended that

if improvements are deemed mutually desirable, such improve-
ments should be put into a written plan.

Plan for Professional Growth: After the conclusion of the
first semester, it is suggested that each new .instructor
develop a plan for professional-growth, a written _indication.
of what the instructor plans t4 do to improve himself pro-
fessionally or his classroom presentations, materials, etc.
Again, if the instructor desires, this will be made a part
of his official file. o S

¢

Fipal Evaluation: Flnal Evalugtion of first-year faculty
may include one or more of the above areas, once again
requiring the input of.the individual faculty ofi whether
or not he wishes to have some of the suggested act1v1tles
made a part of his file,

MultlsMedla Develapm%nt of "Mini-Instructional I;Ercvement
ts": Multi-Media should be encouraged to develop "mini-
ructional improvement units' on testing and evaluatign,
writing objectives, teaching &achniques, ete., available to
anyone on the.staff (full- or part- time&). In addition,
individual recommendations f- . instructional improvement
resources (books, films, etc.) will be welcome as additions

to the professional resource holdings of the LRC.

Communiques Regarding Faculty: Following is the procedure
followed by the School of Career Education in terms of
comments regarding faculty:’ .

94
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(1) If the comment is favorable (and frequently it is), a
memo is directed to the faculty member with a, copy to
.the department chairperson or coordinator and to

Personnél for the personnel file. These memos also
become a part of the evaluation process,

(2) 1f the comment is not favorable and it appears that
the person making the comment scems sincere, the glst
of the information in an oral complaint, or the commu=-
nication itself, if written, is sent to the department
chairperson or coordinator for follow-up. 1If the type
of comment is such that it does not scem prudent to
reduce it to writing at this point, the comment is
discussed orally with the department chairperson or
coordinator. Any further action is dependent upon the
follow-up procedure; and no official record is made
until a determination is made, based upon the follow=up,

CTTTTTERATTrutther A Eion ot record is neocess 54ary.

I i
P. Other: The following thoughts are presented as general
’ ideas. - Because of the wide diversity of indluldUils these
may or may not be of value: :

(1) Freparqﬁignsz Where possible, it would appear desirable
to limit instructional ass 1gnments to three prEPQEQEICFE
for new faculty.

(2) Extra A55¥gnments-—Nan ~Instructional: Tt would appear
dESlfablE that extra assignments such as commirtee
work be reviewed with the department chairperson or
coordihator to discuss the implications of the regular
instructional responsibilities. It is understood, of
course, that final d;c;51ans rest w1th the individual

faculty member.

(3 QverléLd' In cases where a new TfltDﬁ faculty member
has haf_na previous teaching experience, careful con-
sideration should be given to the aacgptancé of an
'uveflaﬁd assignment for the first semester. ' (Because
of tha}ncgotlated avreement, this would have to be
strictly voluntary; .nd acceptance or requests for
overloads by any instructor must not be a factor in

the evs luat;an process. i

Student Evalgagran FOfms (Evaluation of Fa:ulty) This booklet
icle, "Student Rating of Faculty," written by

contains an art
Wilbert J. McKegchie, Professor of Psychology and Department

which he has developed, and the Triton College evaluation form

(presenrly used |as "Pilot Study" and undergoing revision), The

philosc s o 7 45 School of Career Education regarding student
" juse is reflected in I.D.

!

ﬁ
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Both videotape and gelf-evaluation inslruments
avie been }ITL‘VI(HIHI}’ discugsed.  One possible seli-cvaluation
is Lmn_dlm_d in’'the Tollowing materials. j

ion Form (Used hy

is bulletin con-

IV. School of LdtCLr Education Classroom Visit

Admlﬁ]stratiVL B FEUHHEI) One sect

§ the visitation form used by School QL Carecer Education
administrators in their visits. There arc three najor differ-
encesg between this form and . Ll » one which preceded it:

{1) The form now reads v151L1£1nn not evaluation; () The
visitation form makes fo attempt to assign a "grade! such as
Superior, Average, NE&*S Improvement; (3) Concentration iz ,

! . directed toward such items as instructor planning, objectives
and how the instructor ﬁlans to determine whether they have
been reached; physical aspects; instructional atmosphere
including a view as seen by a student., instructor reaction to
course outline, course of study, textbooks, etc.

Unfortunately, classroom visits frequently carry axnggaLiye
connotation, even though every effort is made to assure the
faculty that the visitot¥&¥pects to observe a very fine

presentation.

In the final anglyals, at least 'three persons are belng con-
s sidered during an evaluation: the instructor; tle department
* chairperson who was invelved in gﬁe selection Gf:thé instructor:

and the admini&trator (or admini&trators) who were involved in
the selection. Therefore, assurance should be evident that
quality education is what we expeci to observe.

rmat: A recommended cdurse outline format

4ves are also. included. Both of these instru-

he uaa Df objectives of a performance-based

1 .

line is "recommended" as it differs from thg
the negotiated agreement,)

g of whm to-'see and where to ohtain
i
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This form 15\Laparlmental and 1s prSEnt]y being "pilot tested" in about 16 clagses. Revisions
will be made Ynd o final Forn develeLd Tnitial results indicate need to reduce cholces and
change language in some questions,

\
BT sty
| STUDENT OPINIONSATRE
| TRITON COLLEGE
| f
L Course |
X Instruetor
: Semester o
| X Fall  Spra.  Sum,
- Very | Vary
i%trong]y Strongly Strongly Strongly No
DlSlngL Disagree Disagree Agree Apree Agree Opinion
The Instructor: } (CIRCLE ANSWER)
1. vas well prepared for class 1 /A B 5 b ]
1. demonstrated comprehensive knowledge f
of subject matter l ] (N
3. aroused and maintained my interest 1 ! yood 5 b ]
4. used a variery of teaching techniques | ! yoo 5 b7
5, connunicated the course objectives ! 2 3ok 5. 6 !
b. was readily available for extra ) -
assistance both in and out of clasg ] 2 j 6 ]
1. encouraged student participation 1 ) [ R b A
B. began class on tine ] 2 I 5 i /
9, finished class on tine 1 . I 5 b7
The Textbook: |
10, vas appropriate for the class ] 2 Ioooh ) b ]
11, vas too easy l 2 L A ]
12, vas too difficult ! 2 3 ! 5 b ]
9?7 13, vas required but had linited or'no uge 1 2 I ] b ]

.




Very - ety
Strongly Strongly Strongly Strongly Mo
‘ Disagree Disagree Disayree Agree Agree  Agree  Opinion
| | (CTRCLE ANSWER)
The Tests:
14, were appropriate measures of how well
[ vas attaining the course objectives
15, appeared to be carefully prepared
16, were clearly worded
17, vere administered too often

e B S
[T

I e ) .I-'."J-- ) =
——l ] el e

Rt ey

As a Student in the Class, I
18. entered the class unprepared for the o
level presented | 1 2 3 b 5 6 /
19, founc the class too easy and of no .
challenge 1 2 ] b 5 6 .7
20. was aware of 1hat was expected of me :
in terms of specific grades 1 2 ] A 5 4 ]

The Instruction Could Be Improved By:
2. additional supplementary activities
" (puest speakers, field trips, etc.)
22. 1ncreaged numbers of quizzes
23, improved communication of objectives
24, mote examples of practical application
© of subject matter | | A 5 6 ]
25, increased class involvement 1 2 3 ! 5 6 ]

|| T e | S ]
i
il

T




26, Vhat is your evaluation of the subject matter covered in the course?

o Disliked  Disliked  Distiked  Liked  Liked Very | Lped®
Incensely  Greatly  Somewhat - Somewhat  Much  Excepeionally

Hell

21, How vould you rate the fnstructor's ability to teach!
1 g b ) :
Very Poor Fair Good Excellent  Superior
Paor

28, How nuch do you feel you have learned from the instructor?

1 ] 3 b 5 b-
Almost Very Little A Fair Very A Great

Nothing  Little Amount Much Anount
29, How hard did you work in this class?
I ) R 5 G
Almost Yery Little Afair - Tery A Great
No Effort  Little Effort fmount . Much Anount of
Effort of Effort Ef fott

30, Ts the subject you are taking a requiremen: in your major’

1 !
Yes Yo

0t

ERIC

Full Tt Provided by ERIC.

No

Opinion |

No
Opinigy

a
—l

(oindop

L |

Opinian

R
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L. Based on past educational experiences, what is your average grade for ull coursewor!
1 2 ) 4 )
I ) ( b A

[n what age range do you fall!

] ! ) 4 5
§orless 19 1335 Y45 it
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Y0y AND THE SCHOOL OF CAREER EDUCATION

‘ 5. SELF~EVALUATION
i
j TRITON COLLEGE*

1. Iféy@uf major professional iﬁtergst'is teaching...

2. 1If you are eager to generate and utilize new :deas to 1mprVE
instruction. :

3. 1If you'are willing to develop instructional objectives and help
devise méthods to evaluate student and instructor success in
achieving these objectives... '

4. 1If you enjoy working as a member of a team...

5. IE you are willing to devote time to meeting with students who

ed extra prafesslanal asslstancei..
6. If you engage in a varlaty of professional growth and develop-
ment activities... .
\ ;

7. 1f you serve as a '"model" for your students...

. .THE SCHOOL OF CAREER EDUCATION- Ls- THE%QCHQR Yoyt——""""""

*Dev;lcped Ccooperatively with Career Education Council and first
sgccnd, and third year career education faculty.

&
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Section A
; A SELF=ANALYSIS OF YOU _
AS A MEMBER OF THE SCHOOL OF CAREER EDUCATLON

0

£
i
interest is teaching...

a. Do you engage in continual
up-dating in your field?

b. Do you consider Triton
College your primary pro=

~fessional interest?

v R

c¢. Do you meet with counterpart’s
in other colleges to exchange
ideas?

d. Do you meet regularly with
industry leaders and/or
engage in industry activities
for the purpose of meeting

and understanding industry

pedEmand trends?

e. Do you work with high school
counselors, imstructors, and
students to develop sound

SelEﬁAnalysiséénv
Professional Interest--
Teaching

\

educational goals in -
technical areas?
f. Do you re-evaluate self ]
yearly with emphasis of
self-pride in job done? S

If you are eager to generate
and utilize new ideas to
improve instruction...

a. Do you share instructional
materials and successful
classroom techniques with
other instructors?

b. Do you utilize varied
instructional techniques,
i.e., field trips, guest

" @peakers, demonstrations,
multi-media, etc.?

106

Self-Analysis--Generate
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c¢. Do you develop and implement ,
~ new approaches to instructdon? :
I . . . — L - _ ¢ .

3. If you are willing to develop - 3. Self-Analysig--
instructional objectives and help Instructiopal Objectives/
devise methods to evaluate student Evaluation
and instructor success in achieving ’
these objectives...

&

a. Do you prepare course
objectives in measurable

terms? -
¢ ) . )
b. Have you de loped a compre- a
hensive course of study? o
c¢. Do you share objectives with
students?
d. Do you utilize quality, up-
. to-date (three years old or
less) course outlines? .
e, Do you utilize evaluative
instruments to measure

student attainment of
objectives?

f. Do you plan well for each : | -
class and have daily ' ’
objectives? e

1f you enjoy working as a member 4. Self-Analysis--Working
of a team... oy P as Part of a Team

a. .Do you attend department
. meetings? : - ; "

b. Do you present recommendations , )
for improvements within the ;
department?
c. Do you respond to requests
within required time so that
. portant items can be
e osedited?

Aruitoxt provided by Eic:
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Py

Doy vou geeept commil fee and

gub=committee assignments?

Do ovou briny probloms to Ul
attent ion thoue 7

e

prompt

who ean resolve them?

No vou make a positive con-
tribution to the peneral

well being of the college?

Tf

vou arce willing to devote.

time to meetimg with students Agssisting Stude
who need extra professional
assistance,.,. e
a. Do you post office hours and :
keep them, barring an !
emergency? .
b, Do you encourage students to .
se
hou
6. 1If you engage in 4‘variety of 6. Self-Analysis--
. professional growth activities... Professional Growth
I ’ ’ s ’
a. Do you enroll or plan to
enroll in formal courses
i available?
5 I
pate in work— )
s, ete.? i
to professional
relating to
cialization?
- you read professional
: =¥
\ .
& =
. X . .
= ;
- - " ;
108
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7. 1f you.serve as a "model" for 7. Self- Analysis—— 'Model"
your students... - : for Students
\
\ " a. Do ynu present personal
A appearance representatlva of

your studem‘s when théy go =
or the job for which they
‘are being prepared?. ;

b. " Do you egtablish concept of
"full day's" work for '"full
- day's" pay and necessity of

being on time by beginning
and Eﬁdlﬂg ‘each class on
time.

c. Do you emphasize "ethics' of
‘profession or trade for
which students are being
prepared? - ~

d. Do you support the college's
policies and procedures .
(although at the same time 3

. could be working thru ‘ o o ,
“.channels to deify them)? -

e. Do .you exhiblt total
- impression of praf
fessional'?

NAME

(signature)

'DATE COMPLETED

|
El

*Special appreciation to Tulsa Junior Ccllage for the resource that
generated this adaptntion

o 109
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TRITON COLLEGE
‘CLASSROOM VISIT REPORT
~_ SCHOOL OF CAREEK EDUCATION

Instructor _ - . _Date

ﬁepartment ] W - Subject_ ~ Year:

Beginning Enrollment _ Present in Class on Visit

Objectives of Presentation:
7 B

&

What Device is Used by Instructor to Determine Whethe
Have Been Realized? ‘ ‘ :

Learning Climate: A : YES

1. Do students appear interested in®
material presented?

r

1 2 3 4

Objectives /-

UNABLE TO-
NO OBSERVE

2. Are a variety of instructional tech-’

niques used? (i.e. board presenta-
‘tions, questioning, examples,

practical applications, etc.)

3.  Does the instructor appear to have
a good grasp of his subject? (ease
of presentation, ability to

clarify, answer questions, etc.)
A ! 7
4. 1s there an opportunity for active
student participation in the form ‘

“of questions, contributions, etec.

i

5. If there evidence that planning

- went into the presentation?

6. Can the instructor be heard from the
back of the room?

/
.

110
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oo

"13,

14,

=
m

18,

19,

20,

21,

YES
Does the instructor address the
entire class?

Is the instructor's board presen-
tation organized and legible?

U

NABLE TO
OBSERVE ~

.Has provision been made for the use

Df audlm-Vlsual alds (if apprcprlate)

What are the activities taking place as related
participation? '

Is the instructor following a
written semester plan?

Is the instructor satisfied w1th the
present course outline?
Does the outline reflect measurable
objectives? S _
If not satisfied,bis a new outline
in thé process of completion? o
. pi=t : A
Is a course of study or Syllabus
available? _
If not, is one being prepared? .
& .
Are lab experiments or homework aids !
avallablé in written form? e
Is the instruﬁtcr satisfied with
the present textbook? .
If not, is a study being conducted 3
to locate a new textbook? B _
Are field trlps 1ncluded in the
semester plan? If yes, please list
locations of trips. : .

Are guest speakers included in the
semestgr plan? 1f yes, please list
subjects: ) o

111
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22, What specific problems relative to the class observed does the
instructor indicate he has? (i.e. wide variety of abilities,
lack of proper maLh background, poor preparation at lower level.
‘courses, etc.) :

23, - If w1thdfawal rate is slgnlflgintly dlfferent Ehan cher courses

vcantrlbutlng to thls?

GENERAL REACTION OF OBSERVER AND RECOMMENDATIONS IF APPROPRIATE:

INST RUCTDR RESPON%E' Please use separate sheet or back if response
is appropriate: - i :

/

Instruttcr

L]
=
o
|
o
k]
<
i
e

Délti_éh 7 7. : - Date

;.Classroam visitation reports become anwfficial part of the faculty
"personnel folder; therefore, if any of the items are incorrectly noted

or if it is felt that statements of clarification would add to the
accuracy .of ‘the report, please.request that your" reactiaﬁ ‘be attached
ED the personnel file copy. :

Thank you for your caaperacién. Your suggestions for imprcvemeht
will be appreciated (visitation procedure).

112
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OFFICE OF THE SCHOOL DF CAREE CATIDN
COURSE_OUTLINE
APreparad By: . Date:_
- Approved By: Date: " 47
A Dept. Chaitperson
Approved By: = - Date:
' : Administrator
I. Catalog Data: h
“Three vigit | Course|. . | Units | Hours Per] Hegls
Course Prefix |Number Course Title of Week of | Number
_ N o _ Credit |Lec.] Lab,
Lab Fee: -
1T, Pterequ151te
. Course Descrlptlon
IIT. 3School of Career Education Dhlective Upon successful completiun
of the required sequence.of courses, the student will have _
developed those’ cumpetenuies required for entry level positions--
or if already Empluyud, upgraded positions in one of the follow-
ing areas: (1) Industrial Oriented; (2) Health; (3) Business,
Management and Marketing; (4) Agriculture and Applied Biology;
!1(5) Public and Personal Service.
IV.  Specific "Cup;}uulum" Dbjective )
or Support Function Dbjeutive
V. Specific "Course' Dbjectives .and Method uf Evaluation (see
reverse detailed listing):
- VI. Required Textbuuk:
"VII. Suppuftive Material: List Supplementary texts, films, film-

stripd, videutapes, field trips, guest speaker toplcs, etc.,
where possible indicate specific objectives. Use separate page
if extensive list involved,

113
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TRITON COLJLEGE
SCHOOL OF CAREER EDUCATION

¥

Guide to Writing Objectives

A major emphasis gf Ehe State of Illinois Department of Vocational
Technical Education in its on-site visits is directed to the quality
of - each cailegé course Dutlines Specific emphasis is placed upon

Following are samples of objectives in a variety of areas and
‘which contain the basic essentials of well-writtén objectives: (1)
-What specifically must the student know and be able to do? (2) Under
what conditions must he demonstrate his knowledge or praficiency”

(3) What is the minimum acceptable level of performance7 \

SAMPLE OBJECTIVES \

Anatomy

Given a human skeletan, the student must be able to correctly idantify
by label;ng at, least forty of the fallowing bones (1list bones).

i"_‘, W B . L - © .
1 ' o Autg‘lﬂgh \

pleting the ptDjEEt Wlthlﬂ a tlme frame and quality lEVEl deemed
‘appropriate by the instructor, the student will be able.to perform the
following: (1) perform oni-the-car wheel balancing as well as off-the-
_car static and dynamic wheel balancing; ‘(2) repair or replace worn

steering and suspension parts such as spriﬂgs ball jcints, steeripg
linkages, and shock absarbers ¢

L

Bus. Math
WlthouE ald of textbwok or referencé materiais, the student will, with
minimum of seventy percent accuracy, perform calculations for deten-
mining interest to include: (1) use of simple interest formula I = PRT
to find any variable whﬂp utheg itemafare given; (2) apply six pefcent,
sixty day method; (3) Eémpute compoufd” interest amounts manually; (4) -

compute ordinary or exact %ntereat using ordinafy or exact time.

: UE Drg

Without aid of textbaak or reference materialg, the student will demon-
strate ‘his knowledge of key terms (common stock, preferred stock,

bonds) by providing in writing an analysis of the advantages and dis—
advantages to a company of. each of the methods &f financing with a
minimum of two advantages and disadvantages for each.

L}

14
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Corrections (PSA)

" Given the final exam, the student will, with minimum of gseventy per-
cent accuracy, define cammunity~based treatment and list four relative:
advantages and dlsadvantages of this concept. Information to be
derived from textbook and lecture notes. R

" Given basic drawing instruments and a dimensional isometric drawing
of an object, the student will be able to draw three orthographic
views of the object correct in every detail and within stated time
limits. S

[

Home Ecgnamigs‘

I\

the student w111 be able ta prepare a twoeweek family menu that
'_satlsfles their nutritional requirements. . -

Given a legal contracc containing five violations and a list of con-
tract laws, the student w;llﬂﬁe"able to dEtEfmlﬁE at least four of
the v1ﬂlatlans o } . o /

& . #

Marketin;

Without aid of textbook or reference materials, the student will be -

able to define at least eight of the following ten marketing terms:

macro-level marketing, micro-level marketlng, target market, marketing
. mix, fcrecasting, product life cycle, controllable variable, uncon-
_Erollable variable, prdUCE life :ycle time and place utility. £

Med. Lab. °

|

ech.

*The student will be able to reproduce in written form with one hundred -
percent accuracy the white blood cell genesis (maturation sequence),

xﬂgtals
" Given an unfinished metal casting, the student will be able’'ts surfécés'

/drill and tap accordihg to specification on attached blueprint.

5 o/
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WILLIAM RAINEY HARPER COLLEGE
FACULTY DEVELOPMENT PROGRAM

John 'R. Birkholz
. David L; Williams
- _ Tllipois

This descfiption is based upQl the Villi%m Rainey Harper College
Faculty DeveloPment Program Handbook, The table of contents of the
Handbook as well as selected portions of the program are presented.

~ TABLE QF CTONTENTS

Iﬁﬁf@dﬂﬁtiania- e L T T T

SEGPé of Program. :2?°a»%?; e e e e e s e e e e e

Ovéerview of -Faculty Development ffﬁéramﬂiggﬂ;g7ss75 .

New Faculty oOrientation - . . . W« . . « . = . 0« o ST

Conclusion, , « « . v « ¢ v o . el e

‘Faculty Development - Géﬁéral Plan. . . . .
Faculty Develapmént - Néwlﬁéculty T
;New Faculty _ Mentor Program . . - . .+ . 4 4o+ . s ;
Séme Background on Instructjional SﬁfagegiES e e e e .
!Hérpef Ccllegé Philosophy of Tnstruction. _' |

An EducétianalvEQQirénméﬂt Claséificéziaﬁ‘SyStgm, e

) L A?ClaSSiEicatiéﬂ System of Student Lé;fniﬂg Styles. . . %

(AdultéDevelgmeﬂtal Tasks and Implications,




There are perhaps as many definitions of faculty development as
there are proponents. This "handbook" of the program for Harper .
,Cullege is an attempt to assist the faculty in reexamining their own
professional attitudes toward instruction and towafd their relation=-

. ships with their students. :

It has been suggested that for significant change to take place

in faculty development, attention must be given to attitude, process,
and structure. . Hopefully, this program will begin to focus attentiﬁn i

o
on these components to result in improvement of the 1nstitution 8 :
educational effort. :

;

INTRODUCTION

Harper College in the next few years faces challenges unique to
the experiences of its recent past. -Crucial to the successful growth
and development of its educatipnal'programming is the concept of
change.. As a result of impending growth, existing and future staff
membefs Wlll nEed ta adjust to new. demands being made of Qhem.! The -
gtaff members in improving theit :apabilities fgr dealing effeccively
with new and continuing resporsibilities. .

Canffonted with new damands in meeting its comprehensive mission
of satisfying the diverse educational needs of a diverse student
body, Harper College is seeking alternative ways.of regenerating
itself to adequately meet the changes and growth taking place in our
cgmmunltyandsociety. The faculty development program, in all its
facets, attempts to provide the means for the staff to better meet
the needs of the consumer. These needs, as perceived by the student :
are essential te thé personal, socilal, 'intellectual, and ﬂareer:
fequlrements of thelr individual life goals and styles.

) - -

SCOPE OF PROGRAM

Since_its inception, Harper College ﬁasvbeén committed to pro~
viding resobrces for the continued professional development of the
teaching faculty, Because of the variety of means available and the
unique needs af‘individuals, several programs and opportunities are
operational to- assist in the maintenance of an institutional environ-
ment conducilve to. Ehéﬁge and innovation. Following 1s a brief des-
cription of specific asﬁéégs of tHe total faculty development program
currently utilized at HarpEE\CDllégE Each' of these programsg

117
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contribute in part-of the overall goal of improving leayning oppor- .-
'Eunitiés for -the student,

SPED - Special Projects for Educatlanal DEVE%EEQEEE ~ .The
purpose of this fund is to provide funds for, faculry research-
oriented proposals for. internal funding which will benefit the
instructional program. \ :

/

Inﬂovatlve Travel - The purpose of this fund is toy pravlde
funds for faculty to visit institutions which have new or

innovative approaches to instruction.

Professioral Expense - The prlmafy purpose of the pfaf9551gnal
expense fund is to provide faculty with Funds to join pro-
fessional organizations and to purchaEE pfgfgsglanal journals
and books. .

'

Professional Travel - The prpQSE of this fupd is to provide
faculty with funds for the purpose uf attending Dhnf2551onal
meetings.. Y

Sabbatlcal LEave/Léaves of Absence - The purpose’ af these types.
of leaves is to provide the opportunity for creative educa-
tional anq!enrlchment ‘experiences which will add to the teach-
ing effectiveness and/af prafegginnal Stature of the Eaculty
member, _ 7

Tuition Réimbur%%ment The purpose of this fund da to provide
faculty with partial payment to enhance prgfgssiﬂﬂgl growth.
Instructlﬂﬁal Development Program - The purpgse @f this program
has been to provide faculty with released time and gssistance
in developing specifie course materdals.

’ In additi@ﬂj' rESéUI‘CES of the Office of Résearch and Plarning,
Computer Services, Learning Resource Center and ggvérﬂmgﬂﬁ ,grants
- are available to® ﬁcmplemant these programs.

. All faculty ﬂevelcpment progfams disgussed prgvi@u§Ly have

’ b referred to specific types of activities which guntfibB§E to an
overall program. A, major thrust of the pProgram each Year is to
design a series of activities’ for all facylty which will serve as
-a catalyst: for change and growth. These activities cotgjst primarily
of seminars, presentors, facilitators, and discusgions oy preplanned
topics of relevance and sdignificance, Re:agﬂiging that faculty
members new to Harper College require additional kinds of dnformation
than a returning faculty, an attempt ) made to schedule additional
activities for thesge individuals to assure their optimal aﬂclamatign
to Harper, _

i
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OVERVIEW OF FACULTY DEVELOPMENT PROGRAM-

The general program for the academic year will be focused on
instructional strategies for the future. The plan is to develop the
"futures concept" at the orientation meetings in August. On a
monthly basis a series of programs and activities will focus on

~what is occUrring now-at Harper, what is going on elsewhere and

what can Harper do in the future in the area of instructional
Etrategles The latter part of the year's program will be spent
din fédéslgﬂlﬁg instructional stfategles for’ the future.

. Therefore, in a summary fﬂfm, Ehé ganeral ﬁazulty development
program will be as follows: ’ :
August_gﬂ General orientation program. Major theme being,
B © "Foecyg on the Futurea" : :

September An asgessment and review of instructional
' : strategies that are currently in use at Harper.

October What gfe'ﬁew strategies for the future?

November R Instructlanal strategies for specific dlSClplinES
and divisions. Outside facilitators in each
divisjon brought in to interface with small
groups and individual faculty

Janpary Sezénd Semgstef Drienzatiaﬁf”f
v . L
- February = Idénzif;catlan of 1nstructlcnal Stfatégiés for
: } redésign
March- ) Taplcg 1dent1£4ed eaflier on a- leiSlcnal basis
April : revieyed for further pldnnlng
. ’ :‘1,,
¢ May - Institutional and“ dividual needs. assegsmEﬁt A
June Plans fiﬁaiisadxfgf fgllgwing year'E ?aculty ‘

. ‘;\b‘é\:f? s

Development Program

NEW FACULTY ORIENTATION

It is essential for faculty members who are new to feel that
they are aware of the regources available to them. A series of
special activities and programs are being planned this year to
facilitate the transition.¢fi'hewifaculty members into the Harper
faculty, ) :




A -

In addition to the regular faculty orientation meetings, there
will be weekly sessions  at varying times on selected topics of
importance. These are designed fo be completed by November. The’
topics and the sequence in which they will be présented on a weekly
basis are as follows:

1. Philosophy - Institutional goals

2,  Community and Student Profile - clientele EQ~E% served

4. Learning Stfategles Practices in Selected Ccmmunity
Colieges

5. Maximizing Student Human Development Pgtentlal

: /
7. Instructional Specifiﬂatians

8. Learning Support Services ;

9. Instructional Materials Preparation
10. Computer Assisted Instruction

11. Gfadiﬂg and Academic Standards

12. Needs Assessment: Implications fnr Fersanal Development
) i .

CONCLUSION

The major objectives of the faculty development program will be
to "focus on the future," specifically as it relates .to instructional
attatégies. As a result of this rationale, it is strongly urged that
SPED and innovative travel requests are related to the cbjéctives of
the program for the year. /

" FACULTY DEVELOPMENT - GENERAL PLAN

August
Fall Semester Orientation Program - all faculty

Special Sessions and Mentor Program - new faculty
b Group and Individual Sessions - part-time faculty

120
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. September

Instructional Philosophy
Current Instructional Strategies at Harper
Large Lecture
Lecture/Discussion
Laboratory
Small Group
Individualized Modes
Audio-tutorial
Open lab
"Computer assisted
Caaperative Educat;an
planned,durlng the mcnth Thg p:asentar would be a facultyv
"membetr having experience and expertise in the methodology.

=]

"

"Instructional Strategies for the Futura"

During a one-day'visit on campus, a consultant will meet on an
~individual basis with divisional faculty to stimulata thinking
‘on a general basis.

A vita and syﬁbgsis of his objectives will be provided in
advance to faculty. He will arrive the evening before and
have dinner with several divisian ‘chairpersons and faculty.

P

November
M"Special Strategies fo ecial Dis:iplines"

. : -~ A facilitator will be brcught in by ‘each a;ademiﬂ divisian to
work specifically with faculty for one day to serve as a
catalyst in assessing, plannimg, and redesigning instructionaL
sttacegie .

Persons from the following areas are suggested to have.responsi-
bility for selecting the facilitatgr and plannlng the session
for each division: : o
Business Division o /
Engineering, Math & Phy. Science
Fine Arts & Design .
. Liberal Arts
Life & Health Science .
Life Long Learning - i
Social Science & Public Service
Special Services

3
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February

Second ‘Semester Orientation,

Identification of Instructional Strategies far Redes;gn : : ;gAf

Emphasis at divisional level . , e e T

' . . i

March, April ' ; S

1

Taplcs emerging from previous dlSCuSS1QﬂE and affcrts will
be revz,ewad for further study s 2

- - ‘ PR F

Institutional and Individual Needs Assessment’ = .

Plans finalized for nextriéar's EazultyaDevélapménﬁ Pfcgtami
Aé can ba dlSQErﬂEd frum the sghedule, afger thE fifSE Ehree
months,
than an’

P . FACULTY DEVELOPMENT - NEW FACULTY °

" In addition tD:partiaipéﬁion in the QriEﬁEatianﬁﬁrcgraﬁ held
for all faculty, it is important that additional efforts be made

with new facllty to assure their smooth transition into Harper. .-

For that reason a setles of activities are planned which will asaist .
.in this EfanSLtion. o . - :

‘Faculty Mentar Program - Each new faﬂulty member will be .

. assigned a mentor who‘will be specifically assigned the task of

ERIC

Aruitoxt provided by Eic:

assuring that the new faculty is introduced to the institution.
A sp221al dascrlptian of the mentor program is on pﬁge l94
Y N
Spaﬁlal Dfientatian Week Meetingd A special meeting for new
faculty is scheduled®during orientation week to clarify some
esgential matters. The time and topics are includad on the
arlentatian week program, '

a

New Faculty Devalopment - Dngaing Prqgram - A seriea af tvelve

fﬂllcwsi ‘ -

B
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Philosophy-Institutional Geals
Community and Student PFrofile
Learning Laboratory
¢ ' Learning Strategies Practices in Selected Community Colleges

Maximizing Student Human Development Potential
Instructional Strategies at Harper .

, structional Specifications
Learning Support Services
Instructional Materials Preparation
Comput.r Assisted Instruction
Grading and Academic Standards
Needs Assessment: Implications For Persanal Development

A

Locations, times and names of presentors to be announced.

Prior to the opening of the fall semester, the new faculty will
be given a reading list of books and publications which are felt to
be appropriate for establishing a background in the community college.

NEW FACULTY - MENTOR PROGRAM

Division chairpersons have responsibility for assigning an
‘existing faculty member to each new faculty as a mentor. It is con-
ceived that this person will assist the new faculty member throughout
the orientation week activities and the entire first semester.

The initlal contact should be made prior to the first day of
fa;ulLy DflEﬂtaElOﬁ.

The Eollawing are suggested activities that could be utilized
by the mentor:

a) Tour of Qampus - general
b) Visit with LRC staff and facilities
c) Review of college catalog, Policy manual
d) Introduce to faculty in division
e) Introduce to Business Office for insurance programs, etc.
£) Assist with parking permit ~ - °
g) Discussion on community profile and student prafile
 h) Review student handbook
i) Explanation of master schedule
j,) Campus Services
, , k) Bookstore operation .
. .1) Explanation of grading system
i'mg Public. Safety .

4

) . t v
In summary, attempt to establish a rapport ¢hat will encourage
-an ongoing dialogue regarding any concerns that either the mentnr

or new faculty.might have. .o i
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A periodic conference with division chairperson, mentor and
new faculty might also be of value on occasion throughout the first

semaster,

It is assumed that the faculty member has been selected for his
new position over other applicants because of his strengths and
' potential. Therefore, it is the resp@n51h111ty of his colleagues
to encourage his development.

SOME BACKGROUND ON INSTRUCTIONAL STRATEGIES

The knowledge that learning oceurs under a variety of conditions
for each learner has prompted many of the leading community collepes
of the United States to attempt to provide several approaches to
instruction. These approaches include an opportunity for self-
development in ''regular" class experiences wherein a teacher "talks
to" and discusses with a group of students (15-35); individualizing
1nstrurtinﬁ wherelﬁ a Etudent can develgp with 1nd1uidual tutgrlng,
educati@nll EElEVlSlﬁﬂ, labaratary sessions; coop axperienLQS plu5
other modifications of one or more of these approaches.

In providing a variety of instructional modes, it has become
apparent that-every teacher is not like every other teacher in that
EVEFy teacher may not féél mmf@rtable in all madp% aF instructi@n or

dleQElQﬂ EDr the 1earn1ng process.

Can51derat;an of visual, audio, computer, printed materials,
etc., ailds to enhance the teachlng -learning process has been made
and varied appllcatlans have arisen. These applications vary from a
cnmplétg audiafvisual instructinnal mode to teacher presentations

Other factors that have become realities in higher education
today include the need to efficiently and effectively utilize ~
physical, financial and human resources and to produce educational
experience dpportunities for students at lowest pdssible cost.

Criticism of all modes of instruction has been made since the

inception of each. °‘Also, particular concern has been expressed
about the possible side effects of larger class size, faculty load,

student achievement, student self direction, ;ndependent suidy, EEC
which may result from specific modes of instruction. With riie B
expression of these criticisms and corncerns, many reknowned. researchers
such as Davis, Edling, Feldman, Lewin, Mager, McKeachie and many
others have reviewed and evaluated many theories related to these
modified or 'mew" approaches to instruction and student development.

ERIC

Aruitoxt provided by Eic:



O

ERIC

Aruitoxt provided by Eic:

[

)

Generally, rescarch findings indicate that there 1s no apparent
overall specific optimum appreach to instruction, class size, teacher
span of control or similar factors. TFor example, traditionally, i
small classes have heen regarded as providing a superior learning
environment.’ However, research on the impact’ of class size on learn-
ing has failed to reveal a significant relationship between class
size and student achievement.

versity of Michigan have conducted research on teaching effectiveness
for many years. Their recent review of the results of such research
by themselves and others since the 1920's has been summarized as
follows:

W. J. McKeachie and his associates in psychology at the Uni-

1. When scores on class quizzes and examinations were used as
the index of learning, neither large classes nor small
classes were fourd to be clearly superior to the other.

2. When retention of knowledge for one to two years was the
measure of learning, the small class was found slightly
superior. »

3. VWhen problem-solving or changes in attitudes were the
index of learning, the small class was found to be superior.
Among other long=time students of higher education, Alvin -
Eurich has concluded that "class size seems to be a relatively
minor factor in educational efficiency, measured in terms of stu-
dent achievement," and Lewis Mayhew has commented that 'the blunt
fact is that class size has very little relationship to student
achievement,"

The late Beardsley Ruml proposed doing away with medium-sized
classes and concentrating on large lectures and small seminars.
More recently, Bowen and Douglass have examined Ruml's proposal and
several other proposals for changes in modes of instruction and have
dévelépéd their own "EEléCﬁiC plan," which would include "(1) a few '
call;ng for pragfammed lndEpEndent study e;ther w;th or w1thaut
learning stations and mechanical systems as in the Kieffer plan;
(3) courses with emphasis on tutorials; and (4) 'conventional
classes'." 1In their judgment "good education calls for .a mixture
of various methods so that 'students can have varied- experiences as
they pursue their college careers and so that professors can teach
in the manner that suits their talents and taste."

The Bressler Report recommended a carefully planned mixture of
undergraduate class sizes at Princeton, ranging from one student
in senior tutorials to 170 in freshman "exploration" lectures.
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For a variety of reasons, independent study 1s receiving
increased emphasis in programs for academic reform and in experi-
mental colleges. Independent study courses encourage flexibility
and variety and can be tailored to the student's individual interests.
They also facilitate the dropping of course offerings that are
attracting too few students. There is a strong case for a policy
under which classes where fewer than a stipulated minimum number of
.stud;ﬁts rcgistéred in a given term will be dropped - eithér for

in publ;c 1n5ci tinnsaf’hlgher Educatlon in Dther states and found
that only 20 out of the 46 respondent institutions had a written
policy. The majority of universities with written policies set
lower minima for graduate than for undergraduate classes, while six
universities also set lower minima for upper-division than for
lower=division classus. The range of minimum class sizes varied
widely = from a minimum of two to a minimum of eight for graduate
courses, and from a minimum of ten to a minimum of twenty for lower-
division courses.

k@Perhaps the most exhaustive stud§ of class size has been
reviewed by McKeachie in Improving Teaching Effectiveness. in which
the literature was reviewed on ccllege teaching from 1924 to 1970,
The major implication of the findings of McKeachie's study was that
there should be a variety of teaching methods used within a college
.and teachers should develop a repertoire of skills.

HARPER COLLEGE PHILOSOPHY OF INSTRUCTION -

Harper College has adopted the philosophy to provide as many
educational opportunities for.as many students as possible within
available physical, human and financial resources of the college.
This philosophy has resulted in a parallel to the Bowen and Douglass
"eclectiec plan" cited above. This has resulted in a mixture of
instructional modes which include: o

Instructional Modes Representative Courses

Lecture=Discussion Business Offerings

(Teacher Oriented) Social Science foarlngs
Geology

Music Appreciatian
Art Appreciation

. Lecture-Discussion o Biology ?
(student Oriented) :
Printed Material and/or _Psychology’
Programmed Learning Learning Laboratory

ERIC
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structional Modes : Representative Courses

Independent Study Psychology 1
: Psychology IT
History
Sociology
Learning Laborato:

Simulation and Problem Interactive Computer Terminals
Solving , Physics

Architecture

Selected Math courses

Selected Business courses

Traditional Classes English
Literature
Mathematics
Others

Each of the above-mentioned modes of instruction is being sup-
ported by a well-qualified teaching faculty, Learning Resource Centér
gervices, computer, student services, business office, administrative

and other services to make all as effective and efficient as poséiblé.
"Basic results of these efforts, staff and services are being

reflected in personal feedback from present and former students,
follow-up studies, etc.

AN EDUCATIONAL ENVIRONMENT CLASSIFICATION SYSTEM

These modes of instruction do not allow for maximum student
regults until they are compatible with the educational environment.
When mode and environment are compatible, the probability. of success

'is enhanced. Below is a classification system of six different edu-

cational environments that can.be established to maximize learning:

Teacher-Oriented Env;ronmant

Automated Environment
Interaction-Oriented Environment
Student-Oriented Environment

She]thed Expériénéé DriantLd Enviranment

Although it would be possible to name other types of environ- )
ment, this system of classification will serve as a useful means of
i

dentifying and classifying environment.

_ Commitments by the Board of Trustees and staff of the College
to provide a range of educational and developmental opportunities
has been exemplary among community colleges., A continued commitment

I
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seems apparent for rational and professional approaches to
instruction and student development.

!

chard Mann and his colleagues have suggested the following
rizations of student learning styles:

The Compliant Students
The Anxious Dependent Students
The Discouraged Workers ’
The Independents

The Heroes

The Snipers /
" The Attention Seekers

‘The Silent Students

It is impossible to gain a clearer perspective of the various
approaches to teaching wit :ut an awareness of the variety of stu-
dent learning styles that confront the faculty member in the educa-
tional environment. . -
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ADULT DEVELOPMENTAL TASKS AND DMPLICATIONS

~ (Hodgkinson, Adult Development, Fducational Record, Fall 1974)

16-12 (25) -

[dentity

Peace Corp.

isolated from economic &
social stress, need

~ Developnental ~ Usual Hajor Societal Implications Complexities
Task  Aetion  Goal(s)  Provision o .
I, Seek New Leaving | Gain Hork, callege Transition not comlete, New Marriiéé;
Adult Roles |Family ‘military, little work experience, | periodic

reversal, social
demands, loss of

_____ . | mentor-mentee relationship, | freedom,
I bnlore |Testing | Commitment Working | Need mentor, success, | Growlng family,
Adult career,  {to life |World intringic & extrinsic conflict
liot1d dreans of | career, revards (scholarship, between mentor-
019 (34) | scholarship, leadership, advancenent, | marriage,

"Owm Man,"

chairperson,

| cherished ideas burst,

Peter Principle may
operate,

position, resaarch, recognition, financial stress,
respect, loved, respected, mentor, | loss of freedom,
sendor professor, ) family and occu~
I R R e | pation conflict,
UL Transition | Settling |Find niche,| Pronotion, | Real criteria realized, ‘Fanily and oceu-
to Adult~ | dowm, (dreans multiple drive for tenure (status, | pation conflict,
hood driving for | fulfilled),( niches, con- | Potential for conflict financial
0-38 (42) |status,  |Become  |mittee head, | (nacital, etc.), busy, busy, | stress, social

demand,

"IV, Readjustnent

of Gap
between drean
b reality
39-43 (47)

Nodify or
acquire
ney

|aspirations,

fantasies,

Sélvagé
campramise
status,

Reality Test-
ing, Sabbati-
cals, Exchange
Caresr,

_| enendes within setting,

Realdze = getting older, not]
|marital conflict,
occupation &

growing up, question pro-
fession, revige dowavard,
Last -chance, What now? Not
many revards left (or avail-
able), routine.is. dull,
tempted to new challenges,
If successful, may have -

Frustration,

sexual fantases,

elderly parents, '

children in
college, |

2T
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lask

_Action

Fi

]

Usual

-'__ Goal(s)

Major

Societal

' 7Pravisicﬂ7:A,f

Implications

Complexities

V. Adulthood

, stabilized
"Begt
Years"

43-50 (54)

Digcover
new
SOUTEES

of fulfill-
ment,

| Relay &

enjoy
status.

Non career
activities,
‘more
alternatives,

New Loyalty, becone
nentor, enjoy success &

areas, greater trust,
share auchority &

| findings.

Unenploynent,
career change,
divorce, death,
stabilization
of children, .

L. Deal vith

physical
decline
50-60 (64)

Refuse
to
aceept,

Become
one of
"Happy
Pew,"

Increasing
ot constant
denands on

| time &

Energy:

Develop shunts, selective -
neglect, need to take on
alternate tasks & glve up
sone older demands (trick
to avard service without
danaging anyone due to
lowered competence,

Health, 1llness
or death of

mate, worry

about retirement,

11, Hanging
0n.,

60-10

Contloe
role,
(Infornally

by passed.)

"Tough it
out,"
Gain
Emetitus

| Status,

Few (no)
alternative,
teaching or
proxy jobs.

| Feel guilt, options passed,

nay be naive, hang on,

| need something to live »

for.

Retirenent,

correlates with - ®
death,

"TTE
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TOWA LAKES COMMUNITY COLLEGE
CLRTIFICAFE RENEWAIL AND PROTFESSIONAL DEVELOPMENT FOLICY

Gene Schorzmann |
Towa

Revi
dlst

of the overall in-service education philoscophy of the

H: ‘I’TJ
rr CJ

ic

An an institution of higher education, ‘the College recog-

-nizes and accepts the .responsibility for developing and imple-

mEﬁting an in service édeatian pfégtsm ﬁf valid expEfiencéq

N Inv@lvamaﬁt of the College Empluyaés in appropriate and
meanlngful in=service educational activities and programs is
encouraged and considered necessary by the Board of Directors,
administrators, faculty, and student body in the interest of
offering the best educational oppertunities possible.

In-service education activities will be individually planned
sequences of activities on and off campus, planned with and, for
employees both singly and in groups as an extension of the staff
members’ basic preparation background and as a means of staying
occupationallyv current.

The comprehensive community-wide educational responsi-
bilities of the College necessitates the employment of people
with w1dcly varying vocational and training backgrounds. The
diversity of their backgrounds requires that our local insti-
tution give consideration to this when planning enrlghmEnL

- experiences.

The following guidelines pertain to the in-service educa-
tional plans for the vocational, technical, and some career
option instructors at the College. '
DbJECtlUES for the in-service Educatlon program. These objectives
should be specific in fature and stated in terms of how the in-
service education program intends to change the staff behavior.
Objectives need not be stated for each in-service offering

unless this is preferred.

Broadly stated, therprggfam will provide teachers the
opportunity to update their occupational and teaching competency

‘through both total staff learning experiences and individualized

renewal of certification plans. Thus some objectives stated

©

- ’ 112 .
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_below refleét goals pursuable through group activity and others
through, single experiences.

=

Development of self-awareness.

2. Development to staff's knowledge of community college
environment: college, philosophy, roles, students, etc.

3. Orientation to the nature of the community college student
and development of ability to relate to student body.

4, Development of improved teaching techniques.
5. Orientation to new, technology and media aids.

6. Improvement in areas of -evaluation, pafticular‘behaviﬂral
’ objectives and testing and measurement. ;

7. Development of individually planned recertification pro-
grams which include a variety of enrichment experiences
both of academic and occupational nature.

8. Development and implementation of the concept of continuing
education units in ljieu of credit hours, with the unjts to
include credit and non credit courses, workshops, seminars,
occupational experiences, and independent study plans.

ITI. In-service education plan of action to implement certificjte
renewal. ’ '

Statement of need. How determined? How have teachers
" been involved? :

A need for a certificate renewal program which is more
in adherence with vocational, technical and career option
instructors has been felt by instructors who have been con-
fronted with the recertification process.

1t is known that‘techn@logiéél changes take place in
industry at a very rapid rate. Teacher training institutions
find it difficult to provide in-service education for

It has also been found that some academic classes which
are taken for renewal of teaching certificates do not
This is especially true if the classes are in a discipline
completely unrelated to the vocational, technical and career
‘option teaching areas. ' '
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With the advent of career opti6n ‘courses, practitioners
who are being certified for classroom instruction will be

faced with a similar situation that currently exists for

vocational, technical, and career option instructors.

=

, , ) L ) LT
TthE cuffently is'a feeling am@ng part ﬁf the zal]éga

wcfk to 1ndu5try nead_ Qhey feel tha yalta qf having this
industrial experience would be beneficial to their classroom
techriique.

result of these ideas b21ng expressed to the
receft1f'21tlan committee, a need has been seen for a

:;Specifié, ndividualized certificate renewal program
1

gned far updating current teaching areas not presently
b,wng served by ﬁrasent recertification renewal procedures.

Description of the program. What does it consist of:
courses, workshops, seminars, independent study, occupa-

tional experience? -

- . . * ) =
5 Tndividual guidélines must be set far Each iﬂstfuct@f

Any or all ‘of the abnve mentlgnéd activities might be

"acceptable to the committee, but the committee must review

all activities and approve each individual instructor's
program for quality, relevance and applicability to his
teaching area. The review process for any individual pro+’’
gram will move through the department chairman before going
to the recertification committee. A definition of terms
might serve to clarify the general nature of experiences
the committee feels willfbe acceptable for units toward
recertification.

Courses: will include all courses offered by four-
year-colleges which are relevant to the instructor's
teaching area. : : .

Workshops: will 1nclude any offering by corporations
in 5per1f1; skill-increasing areas, or by institutions of
higher education and educational agencies in specific skill-
increasing areas. The length and quallty will be chSidEI d
when assigning units of credit

Seminars: - will include any offering designed to
increase’ tha‘lnsﬁfuctaf s teaching effectiveness, and-
broaden his professional background. :

Independent study: ' will be relevant to the teaching
field of the instructor. '

Ny
e

o
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Occupational experisnce: in the area in which the
instructor is teaching, and must be of sufficient quality
to ensure him a true.'learning experience.
In-house offerings: will include any organized in-
service made available to the, faculty.

only those correspendeice \
dle to enroll at an insti= '
v extension, will be con=

- Correspondence courses:
courses in which it is impossi
tution of \higher education, or

e
sidered.

. - ) . \
What resoyrles are available to support the program
(facilitids, equipmezt, instructional materials, etc.)?

o

With the two prong effort to develop quality in-service
education and recertification programs it will be necessary
to involve facilities, equipment and materials to meet

.individual, as well as planned group activities. The .
facilities available would be the College campus buildings
and local schools in the Area. The Adult and Continuing
Education Department of the College will be utilized to
offer in-service education to faculty and staff members as _
groups that might othafwise be unavailablei

Also businesses,. hospitals, agencies or institutions
ralated to individual instructor teaching responsibilities
will be usedc%gjgevelaping instructor plans. Instructional
materials will be sought from commercial as well as educa--
.tional agencies. Likewise, resource people will be
utilized from colleges and universities, industries and
-businesses. Every effort will be made to supply the
necessary resources to implement the in- servlce prngrams.
D. How will the in~service edu:ation prngram be flnanced?

Include money budgeted by the lgcal beoard and tuition
charges, if any. :

Eg

_lelege supports an actlve in=service prag am fo all scaff
members of the college that will enable each individual to .
continuocusly upgfade himself and maintain a high degree of
excellence as an lﬂEtruCth- Funds will be identified each
year for such a program,

Instructors attending non-credit* conferences and
seminars of one week or less will be fe;mhursed by the:
institution. : . .

*Instructors who choo EJED receive a cnllEgE credit for Such a,
course will pay their own.-tuition. ‘ T :

ERIC ) D o
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! Caﬁsultants from business, industry and educational
institutions will have gratuities and expensgs paid by the

ins;ltutlcn

’ : Spéclal1zed Exten51an courses for ind div dual staff
offered by another institution will require that tuition
and fees be pald by the individual. I

Extension courses brought to the campus for the benefit
K of the entire staff will have. tuifdon and fees paid by the-
1nst1tut1nn -

indEpendenE study develnped by edch staff member and
approved -by his department chairman may be financed by the
institution. (Does not include co;respongence,:aurses )

1

tio nal experlencé w;ll in mnst 1nstances, receive
nsation from that, business or industry. :

E. What ‘provisions are provided far a registration process?
-.Enclose a copy of Ehé~f0fm devised for this purpose

‘'To encourage each instructor to loock at his prnfes sional
: - needs and to keep abreast with changes in business and
industry, it is recorimended that every spring each instructor,
with the .help of his department chairman, identify his long=
term and annual educational_ plans, listing priority for
those that must be met as soon as passible i
When an 1ﬂsttuctsr 1dentifies an oppgrtunlty to fulflll
‘one of. the items identified on a Professional Growth Form,
he shall first channel ‘the activity to his department head.
. Together they shall review the activity and identify the
- » benefits that will be gained thraugh his participatian

VA When the registration form has been completed, slgned
- by - the dep;ttment chairman, the instructor will 'send it to
the committee for review, If the committee has Eanférns -
regarding the proposed activity, the instructor, with his
department chaifmaﬂ will discuss the merits of the
activicy. : : '

F. ‘'hat plans have been made for in- servige education evaluation?
This would iﬁclude a participant evaluatian, and also a total
program evaluatian by the local staff development committee.

. Enclose capies of forms devised for this purpase.

Evaluation of in-service recértificatian traininé

‘ should include but not be limited to the following broad
classifications: / )
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1. 1Is the 1naserv1ce activi ty relevant to_the
instructors' field?

2. 1Is the in-service actilvity relevant to tﬁe geo—
graphical area in whlch the instructor is
employad - :

! ‘ 3. Does the in-service sctlvity inalude sugh material
as to be consistent with the doctrine and
philosophy of the community college.

4. 1Is the in-service activity practical; i.e.
distance, cost of tuition and practicality.
: - i
'5. Does the instructor have the personal need, pro-
- fessional necessity 6r curriculum assignment to
_warrant attendance at this activity.

These questioag,'as well as other pertinent data, must
be ascertained by the department chairman. Upon: completion
. of activity, the participant will be prepared to furnish
" either in writing or-orally a report to those interestéd -
pérsons related tc this particular field. :
-
G. Agfeemean, if any, with an institutign of higher- “education
. for granting college credit. Attach a copy of ﬁhe letter
P of agreement. : 5 :
Efforts are being made to complete arrangements with
institutions of higher education for the putpose of granting
' Qallege transfer credit for various educational experiences
in which instructors participate. ‘Following is an excerpt
of a letter which provides the details for instructors to
obtain credit for the activities so outlined.

Dear : . : ; . .

. This letter is in regard to the request from the Faculty Re-
Certification Evaluation Committee in which you asked what articulation-
agreement could be designed to record committee-approved” instructors'
re-certification- experiences and to possibly grant. Iowa Lakes Community
Cg%lege credit for those experiences. 7 o

.. It will be-the intent of Towa Lakes CShmunity College to coop-
‘erate fully through the Student Services records system to record
this information for each instructar.» ’

_ The following conversion table comparing Ccncinuing Education -
Units and semester hcurs of college_ QfEdiE will be used

. 138
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gggggq§§ #1: Courses tak” Eg;'coilegeVgragsﬁgf"cteéic

A. Dné semester haur is equal to oné rehewa1 unit.

B. l 8 Continuing Education U its aré_eﬁualﬂté one semester
hour. . :

C. One Cantlnulng.Educatian Unit is equal’ to ten (10) contact
hours. '

!

Categgry #2: Non- cfedlt seminars, 1n5t1tutes, workshops, and
tfalnlng centers :

£

A. 30'contact hours are equal to one renewal unit.

B.. One renewal unit is equal to 3.0 CEUs,

C. One CEU is equal to ten (10) hours. _ i

Cg;eggryﬁ#B;,,ngagjédig oce pggr onal expe ience

A. - 40 hours are equal to one renewal unit.

B. One renewal unit is equal to 4.0 CEUs,

C. One CEU 1s equal to ten (10) hours.

Continuing Education Units will be recorded on an Iowa Lakes
Community College transcript at no cost to the staff member. At such
time that a staff member wishes to convert his CEUs into transfer
college credit from Iowa Lakes Community College, ‘he will at that

‘time pay an amount per credit hour granted through the conversion.

i ncerely yours, . i

Gene Schorzmann
. Assistant Superintendent

139
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H. What credit system has been dev1sed? " (Forty clock hours
" of structured occupational experiences equal one semester
hour of credit; thirty clock hours in seminars, institutes;
:wctkshaps, on 1ndependent study equals one semester hour
‘ ' of credit. ) All credits must be recorded in terms of
' semester hours.

, Instructors who satisfactorily complete the objectives
set forth on the registration form shall be.granted con-
'tinuing educatlon unlts to be applied toward recertification.
The recertification committee highly recommends that
each instructor establish goals for selecting an educational
c/ program that will assist him in his teaching competencies
and provide him renewal units. leewise, the committee
suggests that each instructor develop an education program
which includes a combination of learnipg activities that
will be developed through course work,” occupational experi-
ences, workshops, seminars,-and other in-service functions.
The committee will evaluate each individual's activities
and assign specific. ccntinulng education unit values td the
act1v1t;es. (The equivalencies are listed below.)
Vatylng contact hours and varying CEU's will be
required to complete one renewal unit, which is equivalent °
o to one semester hour of eredit. Each instructor must
successfully complete six renewal units before he is con-.
sidered eligible for recertification. Units may be earned
via the recommended procedures. Equivalencies follow:

CDLLEGE TRANSFER COURSES

One semester hour is equal to one renewal unit. .y

1.8 Continuing Education Units equal one semester hour.
.- One Continuing Education Unit equals ten (l0) contact

hours. .

0w >

SEMINARS, INSTITUTES,_UDRKSHD?S AND TRAINING CENTERS
A. 30 contact hours equal one renewal unit.

B. One renewal unit is equal to 3.0 CEU's.. - o
C. One CEU is equal to ten (10) hours.. = '~

OCCUPATIONAL EXPERIENCE N
A.’ 40 hours are equal to one renewal unit.
B. One renewal unit is equal to 4.0 CEU's.
C. One CEU is equal to ten (10) ‘hours.
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THE CAMPUS-WIDE HUMAN DEVELOPMENT PROGRAM
OF COLBY COMMUNITY COLLEGE

Terry G. Ludwig
Kansas

" The Calby Community College Baard Df Trustees began the Human
Develﬂpment Program by hiring a full-time director and establishing
the following goals for him: ' ‘ :

To create a comprehensive curriculum of human development
courses;

L

ead human development courses;

=

to
to facilitate operation of a staff development. program;
to take human development courses out into the. community; and

to build a campus-wide Human, Development Program worthy of
national reéognition.

The purpose of this presentation 1s to chronicle the growth of
the Human Development Program and note future directions it will be
tak;ng Each of the original Human Development -Program goals serves

‘as a ''person-centered'" overlay on the callege mission of providing

education to residents of theé twenty counties of Northwest Kansas.

The focal points of the Human Development Program are found in

- four areas: Human Development Instruction, Staff Development,

Community Development, and Student Development. Human Development
Instruction is comprised of the curriculum of five human development

!'caurses and alsb includes group dynamics projects for traditional
classrooms. Staff.Development is comprised of all activities designed

to increase Drganlzatianal functioning and to enhance the personal
gféwth of the staff, Community Development is.comprised of the
"person-centered" credit, non-credit, and consulting services offered

to off-campus students. Student Development is comprised of those

activities which utilize extra= cufriculaf appattunities for the per- =%
sonal growth of students.

The first two of these four areas shall be éxplofed in terms of

.goals, aﬂtivitieq, and outconies found to date. , The first step toward

buflding the Human Development Program began when lluman Potentials
classes were brought to, campus by James Childers, an English
instructor. 1In a small college with just 864 full-time equivalent
students, the impact of such an event was lmmediate, not enough
sections of Human Potentials could be opened.
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HUMAN DEVELOPMENT INSTRUCTION
/-

The area of Human Development Instruction began with the addltan
of Developing Leadership, Human Relations, Career:Development, and
Advanced Human Potentials (Transactlcnal Analysis) to the basic -Human
Potentials class to form a "curriculum of personal concerns." Limited

to -an enrollment of fifteen students per section, these courses are
currlcular experiences for aéademic Efed;t utilizlng some fDrm Df

The general, goals of the Human Development courses in a 'cutriculum
of personal concerns' are:

To encourage per énal growth and development
Ll
to create a suppartive envi:gnment’where the student may learn
" skills in communicating with others; .

'to help the student plan personal change using his strengths
and abilities; ,

to establish a reference group where the student may test new
" behaviors. . : .

From Fall, 1973 to Spring, 1975 approximately 25 pertent of the
‘student body went through orie or more of the courses in the curriculum
of personal concerns.

In addltlon, “human develoPment courses utilize learning contracts
as a basis for grading, feature weekend experiences in Human Potentials
and Advapced HP-TA, offer two and three hour variable credit contracts,
and neggtiate self-development projects for students. We also train
facilitators through inter-disciplinary training programs in Human
Potentials, have competency-based testing in Human Relations, and
harness small groups as an educational tool in all these classes. .

A second unique elemént of the Human Potentials classes.is the
diverse -background of the facilitators. They come from English,
psychology, biology, physics, mathematics, pubﬂi: relations, student
persgnnel history and allied health discipli es. ThEy 1ead Human

dynamics techniques in traditional classfoo”é.,'Faculty teaching
Human Potentials classes have adapted thos# techniques to classes in
their home disciplines. As one instructor/ noted this activity con-
verts students into people and makes the dlassroom more attractive:
to everyone, ' ' :
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The ‘outcomes of the Human Development Program in. the area of
Human Development Instruction can be fixed through many measures:
the continued “enrollment of students, faculty acceptance of teaching
responsibility,’ and institutional commitment to continued funding.
The purpose of Human Development Instruction is to create a=¥951t1vc
learning environment which has the following charactcrlstics

‘(Schmuck and Sehmuck, 1974):

'

1.  Students share high amounts of _potential 1nfluencc with one
" another and the facilitator.

2. High~ levels of attraction exist for the grouP as a whole
and also between 1nd1v1dua1 classmates.

3. Norms are supportive for task bchavior and individual
differences. . . . L

4. Communications are open and feature dialogue. -

5.  The small grcup processes thcmsclves are considered relevant
for study.

STAFF DEVELDPMENT s

The area cf Staff Development is an-integral part of the Human
Development Program for all college personnel including faculty,

.administration, trustees, student personnel workers, secretaries,

and other support staff. ' In general, it is the 'role of the Director
of Human Developmerit’ to coordinate the Staff Development Program in
accordance with these goals: :

Staff Development Goals

Improving Instructional Skills - learning more teaching
techniques; _ _ e ! ‘ i
,Qllltatiﬂg Personal Dcvclcpméht‘% enriching the whole pcrscn;

Improving Morale - creating an attractive work cnvifcnmcnt?

VIncrcasing Individual- Involvement in Decision Making - having
more say; . .

Acquiring More Subject Knowledge - knowing more abcut what
you teach; and

Serving as a Basis for Merit Pay = participating for recognition.
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Fram Fall, 1973 to Spr;ng, 1975, 100 percent of Colby Communlty
‘College's staff participated in at least one scheduled activity or
more. Sixty-three percent of the staff participated in the voluntary
*Human Potentials Training Program. In all,: approxlmately 16,500
ccntact hours in staff development programming activities were
generated.

‘Three outstanding elements of Colby Community College's - Staff
Deve lapment Program are: (1) a comprehensive organizational davelop—
- ment planning base; CE) sharad réspcnslblllty for prmgram goals among
develcpmamt plann;ng and program Qo@rd;nat;nn), ‘the chalrpersan of
the Acquisition of Professional Skills Committee (faculty-controlled
awatds and experiencas), hE Dean of Instru&tlon (administfative

slde 3551stancg), and (3) the estéblisnment of the faculty anttolled
Acquisition of Professional Skills Committee. '
The objective of all these efforts is to build a program which
makes staff development activity a natural funetion of all individuals
employed by the college. Without it, our mission statement is mere
fhetaric The flfty—odd wgrkshops, seminars and ather activities

levels as shawn by thése examples

I. Total Drgéniéatign Activity....vve.vaveevecessss..Goals’
Scott Lake , : . Improving Instruction
Pecusa Paftnershlp : - . Improving Morale . '
Decision-making
Involvenent
. i
II./ Large Group Activity (15-30)........:0susnesr....Goals
Transactional Analyéis Personal Development
Workshops' . Improving Instruction
. Learping Styles Workshop Improving Morale
III.. Small Group Activity (5-15) . vereevrsnnnnnnnsenss.Goals _
- Human Potentials Wcrkshcps (3) : Improving Instruction
Gaming and Simulations Personal Development
Secretarial Workshop : ’ Improving Morale
IV;/ Indiuidual ACELVIEY .t v vsevinenerrnassasnrsesasss.Goals
1
APS Incentive Awards Improving Instruction °
Orientation Contracting on Merit Pay :

an Individual Basis with Subject Skill
the Dean of Instruction | :

I
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The outcome of the Staff Development Program may be found in any
number of measures: staff participation, evaluation of specific
events, citation of the program as outstanding by the North Central

Evaluation team, etc. The Staff Development Program brings partici-
CY i

pants to a higher level of teaching, personal, and nfgan;gstlunal
awvareness. ' -

The Fall, 1975 problem identifying workshop report entitled
"Reflections on the Pecusa Partnership" detailed the elements we hope

to make constant factors in Colby Cnmmunlty Callege s learning environ-

ment (Schmuck and Schmuck, 1974):

collaborative decision-making where péOple are highly valued
- and seen as being important engugh to participate ‘in decisions

affecting them;

h']'ﬁ

wide~ ranglng friendship patterns which are dispersed“am
5

many on the staff not centralized among a. fewi N

honesty, and affection in fun and confrohtation where hidden
agendas are brought into the open where they may be dealt "\

with; and » N
broad, dlreat communications which encourage open Expre sion \y
of feallngs and ideas. - / . AN
. L \
SUMMARY-

The purpose of this presentation is to chronicle the iprogress of
the Human Development Program toward its goals in the areas of Human
Development Instruction and Staff Development. . By itself, the Human
Development Program has been a financially self- suppurting venture
according to these ElgUfES - - _ ,

Income 1973~ 1975

Total credit hours generated . - 2055
Full-time equivalency : '68.5 \
Cash generated - Total $75,350.00
Expenses 1973-1975 v
Salaries 60,050.00 -
Over-ride . 6,000.00

Total 66—050 00

‘Balance = 9,300,00
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'REFLECTIONS -

' In retrospect, my Exberlence‘as Director of the Human Develop-
ment Program at Colby Community Callege, has led me to several
cnnclu31ons*

1. The use of human develapment courses dindependent of both
' student services and academic deans' control has paid for

the overall program by generating dollars. This approach

has alsc given Ehe ﬁewly EmEtging functiﬂn of péfSﬂnalg

The interdisciplinary tfaiﬁing program for Human Potentials
classes has served as an excellent staff development. ﬁoal
and has provided highly ccmpetent instructors in a des~
pErately needed area.

A

3. Ihe cgllabaﬁatlve staff development program has a better
chance of meeting organization-wide needs than a program
controlled by any one office. ' In particular, the APS
Committee has demonstrated faculty are professionals
capable of meeting their own needs.
o : :
4. Strong presidential support and direct access to his office-
are basic requirements for a campus-wide program. The
\ whole program should be as voluntary asgpossible, also.

5. The future of the Human Development Program lies in the
quality of leadership provided by all staff at .Colby
Community College. 'Such a future will continue to. record
Colby Community College's dedication to praviding education

to the residents of Northwest Kansas.A \ "

/
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PROFESSIONAL DEVELOPMENT AT
PRINCE GEORGE'S CGMHUNITY CDLLECE

= ,v; ,'_,

Peter F. Burnham )
Maryland T e

Increased emphasis on staff development in the public two-year
college. has led to a tremendous upswing in the interest of deans,
department chairmen, and faculty in programs which have been estab-~
lished for some time and which. may serve as models for other insti-
tutions. .The efforts at Prince George's Community College in Largo,
Maryland, are not totally revolutionary,. but .they aré noteworthy
primarily becduse they reflect the successes and the pitfalls of a
relatively ''old" (17 years), traditlonslly structufsd institutlsn
approaching staff-development in a more than token manner. Also,
Prince George's faculty are not contracted through collective bar- .
gaining, and the program“at this institution reflects a more
voluntary nature than might a formalized, contract-mandated system.
The efforts of the staff-development program at the College have
p”avided the 1n1t1stors with ssme worthwhils lsssons. The pufposs

futyre dlrsstlsns wsfth pursuing. Undoubtedly, the genstslissbility
of all of this is questionable, but many of the basic concepts
rslss%ng to staff-development in any higher sdugstian setting are
discussed here; hopefully there will be samsthing ‘valuable hsrs

for all :\sders. _
/ B . i

%,
&Y

N\ . BACKGROUND
o, '

s Historically, staff- dsvslapmént has been a rslstivsly minar
issue in higher‘education.- The typiesl assumption has always been
that, once hired, a prsfsssiansl in higher education has satis-
factorily met the Necessary criteria for competent instruction.
Although practitioners have long been aware of the fallacy of this
belief, the only prs sure toward development has been built into
the promotion/tenure process which émphasizes professional growth,
primarily thrﬂugh scho olarly pursuits. This has been manifested in
the perennial "publish b; perish' syndrome which might be con-
sidered, in some cases, a step farther away from the gepuine develop-
ment needs of the prgfsssisssl

t

€

The two-year college, thever, has de—smphssised the need for,
although not the value of, this type of self-development. Instead,
the two-year college has-been galled euphsmisticslly, "the tsaching
institution,”" where the enphasis is on the quality of instruction,
not the number of published artiﬁles each faculty. msmbsr can clﬂim

N

\

1§*'
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- At this College, the commitment to a '"teaching" institution
has enabled professional staff development to be an integral
"Learning System' on campus. The Office of Instructional Development
together with the Professional Development Committee of the Faculty
Senate have been the chief conduits for the professianal Staff
develgpment leafning system :

PROGRAM

. A brcad based prafe551cnal ‘staff develcpment ‘program has ‘been

" developed and modified in-order to provide meaningful’ learning |
experiences for the prat2351gnal college community. These efforts
have been an attempt to meet the increasing demand in higher edu-—

- cation for facultyy administrators, and professional supportistaff -
to keep abreast of the,rapidly changing environments of post-
secondary learning. The manifestation of this commitment can be
perceived through an examination of the-three-pronged staff develop—_

ment leafning system which has been implemented

From 1ts 1nc2ption, the prngram was developed to accamplish a
very eclectic ‘goal. The diversity of needs predicated a diversity
in the program. First, general service workshops,  seminars, and
. conferences were organized and implemented. These were.directed
at all professional staff since the topics were of general 1nterest
to the entire profess;onal community.  Secondly, SPEEiflc area
activities have been designed and implemented so that the Specific
needs of certain instructional and administrative areas could be
met. And thirdly, individual professional development activities
have been prov1ded to enable any individual to improve ‘his or her
professional capacities according to the primary function of that
individual on campus. _ /

As an-illustration of this diver51ty, programs in each of the
three categories will be briefly described. :

. The general audience program inciuded programs such as a three-.
day workshop which examined '"Non-Traditional Approaches to Learning.'
This workshop attempted to provide faculty and administrators of any
’ discipline with the tools for initiating,’ developing, and implement-
ing a "non-traditional' learning strategy. The major goal of the
workshop was to familiarize the partiecipants with the Ergcess of
formulating a unique approach to learning. The-end result was the
application of the general concepts to more specific proposals
engendered in certain academic and administrative areas. To date,
three of the plans. developed at this workshOp have been implemented.

. Another general audience program included the first in a series
of three mini-courses for staff development. This mini-course, 'The
Community College and the Law," provided professional staff with
|
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Fu;us was placed on the tthE legal levelsf~ the cuunty, Ehe state,

and federal authurityi ' —
The other two mini-courses in thls series were geared more to

faculty interest. The second course, "Gaming Techniques in the

Classroom" exposed teaching faculty to the theory and application

of simulation/gaming as an instructional tool. The third mini-course

which was geared to faculty and administrators alike was "Collective -

Bargaining: A Simulation Exercise.' This. pfag:am,wasudaveluped_iu.,:uuuu:u

enable faculty and administrators to experience the proces$§ of . :

collective negotiations im higher education. The experiential mode

was used to give the participants a sense of the pressures and .

nuances of collective bargaining. - :

Thé specific interest thrust was promoted through the use of .

"area grants' whereby individual areas applied for professional
development funds to underwrite the expense of a staff-development’
activity in their area. The Professional Development Committee has  /
sponsored fourteen of these activities in the past two years. They ,
included .a Social Science Division goal-setting workshop;' a human
relations seminar in the Political SClenEE/GEDgraphy department; a
Proposal Writing wurkshap for.administrators; an ‘Affirmative Action .
Seminar for all Cost Center managers and a Field Superviscr Seminar .
for adjunct staff in the Allied Health Jprograms, as well as. numerous
other specific discipline programs. Each of these activities received
planning support from e collége committee, and each accomplished

its specific goals within the larger framework of overall college :
staff development.

The third thrust of staff development has been the support of -
individual sfaff development activities. Such-programs include
general skills development such .as the provision of a mediated speed-
reading course and Euppuft in thE area of individual instructional
development. The encouragement of extended Eime/feleased time pro-
jects has been a further illustration of the programs' .attempt to -
meet specific staff development needs for specific individuals.

X THE ALTERNATIVE INSTRUCTIONAL PATTERNS CUREICULUE-

'develupmenc Eucus, the "AIP curriculum ‘was develuped MEmbEES of

the Faculty Senate Professional Development Committee prepared a .
philosophical position paper entitled Alternative Instructional: :
Patterns (AIP). In essence AIP proposed that .PGCC should strive to .
create an atmosphere cunduéiva|cu’the development of alternatives '
to traditional classroom education. AIP was approved by the Pro-

fessional Develupment Committee, the Faculty Senate, und the

President's Staff. '

7
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The Professional Develcpment Committee sponsored a series of
mini-courses dealing with a wide variety of topics. Participation
in these activities was generally gbod, and parflalpaﬁts Evaluatlcns
were enggutsging . ) o Y : K

A list was complled containing ¥gstructlonal topics of potential .
interest to the PGCC faculty and staff\ This list became the heart -

. of the Tnstruct;ﬂnal Interest Matching Sefv1ce (IIMS). At fall

orientation, the Professional Develapment Committee surveyed the
interests of individual members of the cqllege staff, and then pro-

duzed ﬁamputer 115t1ﬁgs of those people with'commdh intérests. Thé R

ezv.clu51vej nor all inclusive. Thus, tbe I MS llst fepresenfed a
stréng 1nd1catlaﬂ of Some interests of’ many faculty members.‘

€

Thus, with an approved philosnphy for f structianal Dev&iopment,

.a proven method for aﬂcumplishing Professional Dé"’lapment énd a
" list of potentlal participants in the future Professional Developmant

activities, two organizations, thE Professional Deveiﬂpment pmmittee

and the Office of Instructional DEVelﬂpment have developed p coordi-

nated progrdam through which AIP can be implemented The primary.. '
function of'the Professional Development Committee is to prepare and
conduct a ceardinated SEIIES of educational activities dealing with

: parts of innovative educaticnal pagkages. ‘The function of the : ’ i

Office of Instructional:Development is to assist the college community

in the-development, assembly, 1mplementation and evaluation of such
: packageT B , s

/ : - » B
/ I o DESIGN OF AIP CURRICULUM ,

The following pages demonstrate the "AIP Curriculum' Design. "
T - . : . i . .

A R '~ CONCLUSION
{ l / - . .
In essence, the staff development "learning sistg@"ihasAmet
the following ubjectives: / o : : -
- 7 R . .
1. To impleméﬂt and institute effective means to determine
students interests, néeds, and level af academic skills. . .

The "stddenta" in this sense are the prcfessional staff members
of the college. The diversity of programs offered have been created
through identification of needs by survey and the perceptions of the
commitcee as to the educatiaﬂal priorities of the institution.

2. To dévelep an insgfugtional mndel that accommadateg indi—
vidual differences among students. by providing a variety
‘of ways to achieve an agreed on set of 1ﬁ5£ructional
objectives,

-
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.

The eelectic nature of the Gtaff development program has effece-
tively provided optéonal models of learning For the participants.
Lev e farmal, workshops, cxperiential learning, and individual

Cassintance dre all means which have been utilized. .

the

Lo Involve academic faculty and 5 of
instructional

1 sta
callepe In a coopcérative effort to improve

processs

Perhaps no other "learning system' on campus omplishes this
. The inter-
“ors and

aljective more than the professioral development
avtion of favulty of all disciplines as well as
other professional staff members illustrate the
Lovard Lhuﬁimprnvumint ul "instruetion Ln its mos

4. Provide a significant depree of instructional flexibility
- to make future-growth and enrollment limitations in space
requirement less traumatic to students and to faculty and

less inhibiting to the instru.tional process.

lonal develu[mgﬂL prmgram is integr

The pxuf essl al in the exami-
nition of flexible systems for education. The program itself is a
model for diversified education that makes optimal use of its

resomreces, - .
5. Provide instructional option for faculty, staff, and stu-
dents who want to participate in and contribute to-the-- ——— -
academie program of the LDlleE UUESldD of the traditional
- self-contained classrggm.

= . HE

The program provides a coordinating center for the many non=-
traditional explorations of the faculty and staff. It is a creditable
clearinghouse. for innovation as well as a stimulant for change.

6. Make innovative instruction more attractive to the faculty,

the staff, and the students of the college.
. N _

L

N \ = . ="
Aga;n, the major goal of thg program is to accomplish just this.

The exposure to a variety of ideas has a direct spin-off effect on
the inplementation of innovative instructional strategies

- 7. Prnvide alternative modes of professional growth and
development for faculty and staff as an intégral part of
the 1Earn1ng process at the community -college.

By-definition, the professional d evglapment program provides
alternative modes for profe ssi@'al growth, The program has been
developed to enhance theé professional stature of the community, and
it has been very successfuls in achlev1ng this objective.,

B
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In conclusion, the Staff Development "learning system'" is onc_
i
il

of the most important areas developed at Prince Georpe's Community.
College. The future plans for irs cxpansion are evidence of its
prowving credibility and success.

e,
il
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A Curriculum for Alternative In: tional Pattetns (A[P)

Core Mini-Courses

AIP 900 - The Instructional Development Process is a collection of
mini-courses dealing with the basic tools, considerations,
and procedures involved in designing a nEwicGung/
curriculum/program or revising an existing course/
curriculum/program.

ATP 900A - An Introduction to Instructional Development
is a course designed to give an overview of
the scope, LonSId;raLLons and procedures of

Instructional Development.

ATP '900B - Objectives is a course designed to demonstrate
the variety, versatility, and power of objectives
as an essential Indstructional Development tool.
It is not a rigid- course about behavioral
objectives, but rather of alternative types of
objectives and how they can work for you.

AIP 900C - Needs Assessment is a course goneernlng various
factors which must be considered and assessed
before you start to design a new course or
revise an old one. These factors include the
‘needs of the students, college, and community
which must be dealt with while formulating
objectives and selecting instructional modes
and packages. -
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AIP 900D ~ Development and
course de51gnéd to 111u5tfata as specifically
as possible the step-by-step procedures involved
in actually putring together and implementing
an Alternative Instructional Pattern.
AIP 900E - Evaluation and Modification is concerned with
. 7 the requirement to evaluate an Alternative
& Instructional Pattern during development,
during implementation, and continually there-
after. Such evaluations must measure not only
attainment of objectives, but satisfaction of
needs as well. Evaluations generally suggest
modifications which will need reevaluation and
lead into an unending cycle of fine tuning.
Through this process your Alternative Instruc—
tional Pattern can change with the times rather
than growing old and stagnant, and someday being
replaced by a new one,. :
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A Curriculum for Alternative Instructional Patterns (AIP)

Elective Mini-Courses

AIP 910 Alternative Delivery Modes is a collection of mini-
courses dealing with the various choices open to the

ATP 910A - Individual Instruction

mall-proup Instruction !

I
[

AIP-910B

"ATP 910C - Lecture-~discussion

AIP 910D Media

AIP 910E - Practical experience

AIP 920 Aitggggg}ve igs:fpggiénél Packages is a collection of
' mini-courses dealing with the various .choices open to
the department when designing a new course or revising

an old one. =

ATP 920A - Self

AIP 920B - Mini-courses aﬁdiﬁgdulatrinstrquign

AIP 920C - Contract grading

ATP 920D - Combined courses

—
3
lo}
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THE ATP CURRICULUM: COURSE BREAKDOWN

ATP 900

THE INSTRUCTIONAL DEVELOPMENT PROCESS

- (CORLE MINI-COURSES)
- 1 1
ALP 900A ATP 900B ALP 900C ALP 900D AIP 900E
INTRODUCTION | [OBJECTIVES NEEDS DEVELOPMENT EVALUATTON
ASSESSMENT AND AND
IMPLEMENTATION | MODIFICATION

ATP 910
ALTERNATIVE DELIVERY MODES
(ELECTIVE MINI-COURSES)

I I A I R S—
AIP 910A AIP 910B AIP 910C AIP 910D AIP 910E
INDIVIDUAL SMALL-GROUP | | LECTURE- MEDIA PRACTICAL
INSTRUCTION INSTRUCTION | | DISCUSSION EXPERIENCE

AIP 920

)

- ALTERNATIVE INSTRUCTIONAL PACKAGES

(ELECTIVE MINI-COURSES)

. - [ '

I 1 1 1
AIP 920A AIP 920B AIP 920C ATP 920D
SELF-PACING MINT-COURSES CONTRACT COMBINED .

AND GRADING COURSES
MODULAR
INSTRUCTION
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ADJUNCT FACULTY :
A WORKING SYSTEM OF DEVELOPMENT

David A. Harris
.Michael H. Parsons
Maryland

I. Introduction

"Enrollment Increase: Biggest in a Decade.' American highdr
education appears to have experienced the lérgest‘ﬁnc—yeét increase
in enrollment since the mid-sixties. Closer analysis of the
statistics indicates that two-year collepes reported an increase
of 19.3% (Chronicle of Higher Education, 1975). One solution to
the problems posed by such unexpected grouth is increasedireliance
on part-time faculty.

Recently, these individuals have been referred to as ﬁhe "step-
children” of the two-year college (Bender and Brender, 1973)., Adjunct
faculty comprise from 35% to 45% of the teachers in the two-yecar
colleges (Chronicle of Higher Education, 1975). Yet, they receive
virtually no systematic attention.” Their courses are scheduled at
"off-times,'" they veceive limited assistance with course development,

evaluation of their efforts is a haphazard process, and their access

to staff development is limited, at best., The adjunct faculty are
an often used yet little appreciated resource in today's two-year
college. i
Bepinning in 1972, Hagerstown Junior College (HJC), Hagetstown,
Maryland initiated a systematic program to realize the potential of
the college's adjunet faculty. The reasons for such actions vere
obvious. A changing clientele, expanded evening and off-campus
programming, "and an increase in the technological specialization of
program offerings necessitated improvement in the parity between
regular and adjunct faculty.. Assessment after three years reveals

" that the results have been worth the efforet. .

II. Program Objectives

Careful needs assessment produced three major objectives to be
met. TFirst, the adjunct staff are, often, the primary contact which
students have with the college. Therefore, these individuals muét
be sufficiently familiar with the college procedures to meet student

" needs., Second, students who enroll in courses taught by adjunct

faculty have the right to expect instruction of equal quality with
that provided by regular faculty. So, the instructional system uspd

by the college needs to be extended to the adjunet faeculty. Finally,

there must be a process of -communication’ designed to identify and
deal with those idiosyncratic needs resulting from nearly forty

ot
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individuals teaching over five hundred students. [Each component of
the program is designed to realize a dimension of the objectives.

IIT. Organization and Imp?ementatlgn

The system d251gntd to develpp adjunct faculty consists of four
parts;. recrultment, input, processes, and output. These elements
will be described in detail later. They group together to become a
systems model closely pdfdllLllnE the one described by Banathy (1968)
The college has found "systems" to be a productive approach to
instruction., The paradigm seems to be doing as wEll with Adjunct
FHLUle development,

§

The college concentrates on locating the most qualified indi-
vidual available and improving his delivery Lapabillty. No procedures
exist ,to increase the subject-matter competency of the adjunct person.
It is assumed that the individual selected has expertise in a teaching
field. -

Whenever staff development is discussed, the issue of cost
arises. 1In deallng with the regular faculty, a college must commit .
resources to develmpment. The adjunct program differs significantly.
The needs of the participants are such that they can be met with the
expenditure of minimal extra resources. The key to the cost dimension
of the program is ‘creative appllcatinn of previously committed

,reguurces e
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Finally, much discussion regarding staff development concerns
motivation. Regular faculty require a system emphasizings awareness
of the benefits for them inherent in participating in development
activities (Parsons, 1974). The same is not true for adjunct faculty.
Since these individuals teach because they want to, rather than to
make a living, they tend to be quite receptive to opportunities for

- self-improvement. The challenge is to design a program that will

- allow the widest possible participation.

';yi Components

The initial aspect Df any system is recruitment of the partici-
pants. A national survey revealed that 67% of the institutions
surveyed (166) have no- formal recrulnght procedures for adjunct
faculty (Bender and Brender, 1973). HJC uses a procedure designed
to recruit the best dvailable candidate A committee screens appli-=
cations and recommendations from facult\ and staff. If no qualified
candidate emerges, media advertisement .ig. used. The result has been
highly qualified applicantsi N\ ' -

The screenlﬂg committee reviews the appllcants and recammends its

‘choices to the Dean of Instruction. After his review, if the candi-

date is acceptable, a contract is written. If the individual is not
gccepted, the process begins again.
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When an individual is employed, he is provided with scveral
documents. The collepge has adepted a format for course outlines
and-the individual is given one for thie course he is to teach. The
text book-and supportive materials are also provided. The person
meets with the appropriate Division Chairperson and Associate Dean.

A discussion takes place regarding the construction of the indi-
vidual's outline. Particular attention is given to preparing course
/. objectives, student evaluation, use of media, and classroom delivery
techniques. The adjunct faculty member is~expected to have an out-
line ready for the students when the class begins. 1If difficulty
arises, the person requests the division chairperson for assistance.

is pruv1d11p the adgun(t fdculty member w1th thg AdJuncE Fa;ultz
Handbook. 1f the individual is to be of maximum benefit to himself,
the students, and the institution, he must be conversant with chlege
policies, regulations, and procedures. The handbook lowers anxiety
levels, relieves college staff of the repetitive task of briefing

each one., and provides each person with a ready reference when
unanticipated questions arise. Bender and Hammons have identified

an Adjunct Handbook as a critiecal .incident in adjunct faculty develop-
ment (Bender and Hammons, 1972). ‘More importantly, seven semesters

of adjunct faculty at HJC have unanimously praised the publication.

The second phase. of the input process is the adjunct faculty

workshop. Bender's national survey discovered that two-yedar calleges, -
& Yy A 2e5,

penerally, have no developed workshops tailored to meet the needs

of adjunct faculty (Bender and Brender, 1973). At HIC, the workshop
is traditionally conducted during the second week of classes. There
are several recurrent goals for the wafkshﬁp First, those college
personnel with whom the adjunct faculty member will work are intro—
duced., The intent is to reduce the feeling of being a Sttanger and
to foster communication. Second, questions regarding the Adjunct
Handbook are answered. Usunlly, several unanticipated issues are
raised. All adjunct personnel, as well as regular staff, benefit
from the disCussion. Finally, the division chairpersons meet with
their adjunct faculty to clarify discipline questions and discuss
dLVL ional mdtthS Tha Wkathp attémpts to 1n1tlaté ‘communication

El

Hagerstown JUﬂlDf Cgllage has developed several auxlllary
services which are essential to a sueccessful adjunct faculty program.
These processes comprise the essence of college contact with the
individual during the semester. Most of the adjunct faculty at HJIC
teach in the evening. -The college- establlshed an evening coordinator
role five years ago with each of the cnllagé administrators per-
forming the role several times each semester. The evening calendar
is made available to the adjunct faculty. There are two reasons for
so doing. First, if a problem arises, the individual knows who to
contact. Second, if the individual desires to discuss something with
a given admlnlstfatar he may plan accordingly. Another critical
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auxiliary service is access to media. The college media center
remains open during the evening to make it possible for the adjunct
faculty to mediate instruction or to discuss ideas for special
assistance. . Finally, the college, as part of its commitment .to the
systam %ngeeeh to instruction, has developed a series of learning
centers. “Thedg centers remain epen during the eveeing The adjueet
faculty may refer
the instructiongl preceee, or ﬂlSCUSS elterneze appfoaehee to
realizing course\pbjectives with center personnel. Over the past.
three years, major\ complaints from adjunct faculty have declined
appreciably. The foregoing services are cited as the reason when
adjunct faculty are surveyed.

Earier in this presentation reference was made to creative _
appllcatleQ of previously committed resources. Each of the foregoing
components“has a cost. Yet, the costs have been met by re-arranging
schedules in such a way that time is more efficiently used. There-
fore, a major staff development endeavor has been brought to fruition
with the commitmenet of minimal new resources.

The final aspect of the development system is evaluation of the
output. Bender and Hammons indicate that "Student evaluation or
other forms of institutional eveluetlcne for part-time faculty are
seldom part of a planned program" (Bender and Hammons, 1972). HJC
adopted a dual evaluation system two years ago. Each. adjunct
faculty member is evaluated the first time he teaches and annually
thereafter. The evaluation involves an ebgeetive/eubgeetlve student
evaluation,. and an objective/subjective supervisor evaluation. The
results of the evaluation are tabulated and used in a conference
with the faculty member. The results are a major determinant in
whether the individual will continue to teach for the college. The
evaluation of gutput becomes input, and thereby, eloeee the loop in
the HJIC edJUnet faculty development eystem.

The HJC approach, 1nelud1ng-fecru1tment strategies, handbook,
workshop, auxiliary services and evaluation, provides a viable
adjunct faculty cadre for the college. Without the system, the
college would be unable to meet the needs of a clientele which is
expanding end changing in nature. :

V. Cencluelon

The program operating at HagEfStOWﬂ Junior College is a dynamic
one. It grows and changes as the need arises. Only in this manner
can the college remain accountable to its ever changing clientele.

During the adjunct faculty workshop and during the conference
with each teacher, the ‘question is asked "how can the college
improve its services to you?" During the fall semester, 1975 a sig-
nificant issue emerged. Many adjunct faculty requested the oppor-
tunity to meet together during the semester to discuss common
instructional concerns.
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Beginning in the January, 1976 semester, an adjunct faculty
instructional clinic was initiated. Lt was organized by the college
administrat fon but conducted by the faculty themselves. 1L met as
often as the group had material to discuss., Attendance was voluntary.
The result is expected to be a preater professionalization of the
adjunct faculty and improved instruction for the -College

In 1963 Kuhns stated "American junior colleges would be hard-
pressed to offer the wealth and variety of pregrams currently
available were it not for doadicated instruction provided by hundreds
of part-time faculty members'" (Kuhns, 1963). The author chronicled
the problems faced by adjunct Faculty. Hammons reviewed. .the status
of adjunct faculty development in 1974 noting that few rn]]EgLs
systematically assist their adjunct personnel and suggests '"... each

- institution should consider the value of in- service activities

specifically designed for part-time staff" (Hammons, 1975). It
would seem that sufficient time has passcd. The Hagergtnwn model
is not perfect but it has been c¢ffective in meeting the needs of

3ﬁuden§s and faculty. Christ, in a parable spoken nearly two thousand’

years ago, stated that the laborver is worthy of his hire. 1Is not the

“adjunct faculty member equally worthy of development?
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STAFF DEVELOPMENT AT
FOREST PARK COMMUNITY COLLLEGE

Gﬁig L. Bolden
Missouri

Staff development is[a subject much like the proverbial baby,
motherhood, or the flag, hardly anyone opposes it, they simply
founder when a precision of definitions are required or better still
when action steps are required to implement staff development.

Recently T was in attendance at a staff development conference
and discovered that faculty development endeavors at a number of
colleges cover a wide range of pilecemeal and fractionated efforts.
Most colleges and community colleges are just beginning systematie
and coordinated staff development (inclusive of classified, faculty,
and administrative personnel). There must be concerted effort, at
an institutional level, to implement ongoing staff development
programs.

There are several underlyiﬂgvassumptigns in the implementation
and or systematizing of staff development and these assumptions

"should be kept in mind.

One overriding assuﬁﬁtian in the Béterminatian of staff develop-
ment programs is the necessity for institutional renewal and
regeneration. There is a natural process built in to all things,

whether social or physical, which tends toward disorganization,

dissipation, and disorder. This entropic phenomenon can be. checked
through. deliberative planning efforts.
!

Another assumption; which is closely akin to the first, is
that the college purpose and philosophy informs the kinds of staff
development programs to be undertaken.. If the purpose of the insti-
tution of higher education is, as one district states, "to provide
convenient and accessible opportunities for diversified learning
experience, (in order) to assist all members of the community,
individually and collectively, to develop the best of their human

otential," then staff development should seek, in various ways,

to facilitate the accomplishment of those ends.
\ . . :

F

e

. With the deceleration of growth of the community college move-
ment and retrenchment in all areas of higher education the emphasis

must be decidedly upon: what can be done with, to, and for the
staff to insure more effective and efficient use of resources?.

163
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' Who is to determine staff involvément? The question assumes
responsibility and accountability for staff developnent resides
primarily with somebody or a group of somebodies, i.e,, a planning
arm for staff development. 1It,.in essence, raises th: basic issue
of institutional legitimacy. No plan for staff development will get
to first base if it is viewed as something imposed from the ethereal

"regions of administrative fiat.

The staff development programs must have both sanction and
finance from top levels of ‘administration and continuous “input and
involvement in a very precise way. There should be clear definitions
and boundary - setting from all interested segments of staff. Since
the individual staff member knows best what he or she needs to know
and to do then, the instructor can identify the training needs he or
she really wants to meet in order to implement the changes in
instruction resulting from training, and use"the evaluation as an
instrument for further development (Lefforge, 1971, p. 3).

The Saint Louis -~ Saint Louis County Jurnior College District
has provided some leadership in the area of financing research and
development projects. In a paper which pointed to eight years of
faculty generated research and development, Walter E. Hunter (pp.
57-68) listed what he believed, on the basis of data, to be the
results of those projects - ' ' '

7 ~

1. significantly improved the learning climate in the

digtricts' classrooms, lecture halls, and laboratories;

2, helped the district rise to a prominent position among
institutions oE higher education;

3. helped the-district maintain the strong support of the

total Saint Louis community; .
4, helped to maintain high fdculty morale and low faculty
turnover. '
? - .

Although faculty development has theoretically been & high
priority in the Junior College movement and served to free faculty
to engage in the change process,. there have been pitfalls in the
outlay of this ''risk capital.” Some of the pitfalls pointed out by
Hunter (pp. 60-61) are:

1. some faculty members have not used Research and Deveiop—
ment money wisely; :

2. ; some have applied for' Research and Development money
primarily to provide summer employment;

3. some projects have been poorly designed'and'carried oqt;;
,

o
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4. some projects are misleading with respect ' outcome;.

'5., the transferability of projects and the willingness to
share the outcome of prD]ECtb are less than desired;

fesearch and prlur cuns;dératlun,

7. - some projects have last their first'cfeative support
and are now less viable. B
These flaws won't easily go away but the benefits accruing

from rese€arch and development outweigh. the deficiencies.

Perhaps it may be necessary to free up a faculty (staff) member

in charge af heresy ala Noel F, McInnis (1968, p. 45) of Kendall

College, with wide faculty based support, to iron out flaws and more
basically to encourage development ‘from within faculty. Northwestern
University psychologist Donald Campbell has called this, "the spirit . N
of continuous, contagious., instititional experimenﬁétlan and is o
very dESLfablE throughout hlghEF education. .

% ‘Cemtra d{pp. 29-30) st ates that Q numbér of faculty development

w*
medels have been implremented at various community ‘colleges. Several

have cmphagized student ach;ev;ment of defined Instructional objectives

*agﬁthc_qpprgpr;dLe measure of teaching effectiveness. One model -used
- at Golden West Collége (California) since 1967. A contract model--.

wherceby ‘the individual teacher meets at the beginning of the year
with divisiopal chairman and the academic dean (and perhaps an

for validating student learning. Training in specifying and .

Cacademic SpELiﬂli%t) to discuss course ohjectives and techniques

mweasuring objectives is also maq? available for the instructor, the

inltiak meeting results in a ‘contract' between the instructor and
his dean and chairman. BPLLlflL written objectives are ;hdlLd wlth
students so that, they tdo will know what is-to be learnMd

0'Bunion - (1973)4}1ku‘t{h9 same kind of ﬂbservhtion conzzvning
“staff developments central function as effective student learning
and states that the success or failure of the community junjor
collepe in the 1980's rests on the same base as 1E‘ﬁid in 1970's -
the quality of the téﬂchlng sfaff (EmpthiE mine).

. f iﬁ bhe future the cnmmunity rullége mavement is to fEtSiﬂ
thoe (hlflltuf of b&inh a plgqe where the community, (all segments of
the community), Is served, then tht persons responsible for further=-
ance of the community cn!l;pe missign must clearly grasp its mission
and PTH‘UL! [ts moessipe Lhrnuphnul. Roger H. Garrison (1967) in a
docapent on {ssues and problems fn. junfor collepes called for various

approaches Cor psolving some of the nutérnndiny prﬂblcms of jmnior

collope faculties, in(Judinp' - .
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~ The creation of patterns for special institutes, seminars,
and conferences for the continuing professional reffeshment

: and upgrading of faculty.

More 'effective dialogue among junior college faculties,
among faculty members in particular disciplines; between
teachers, and administrators; between Junicr college and
four year instltutlaﬁs

: A faculty=staff develgpment program would address all of the
issues head-on. Some methods suggested to be implemented were:
summer institutes, workshops, seminars, from four to six waeks,
where teachers in-allied disciplines meét 'o study dlscuss, share

partlcular prablems.

about the character of the community Junlar colleges and needs
informed by these characteristics. One of those assumptions - th
community junior college students are special kinds of students /and
there is a great need for a number of ¢ mmunity college staff

members who are especially qualified to/serve these kinds of students
in these kinds of institutions, D'Banipﬂ states, "If the commuynity
junior college is to grow in quality &g it has quantity, if the needs
of minority groups are to be met, if t;e undereducated are to have

0'Banion (1973, p. 83) makes several assumptions,iamoﬁg chz_s,
e

a second chance; if the needs of busin 85, industry, and government
are to be prVldEd for; if communities| are to be given opportunities
for renewal and rehabilitation; if all| human beings are to be/given
opporfunities to explore extended and |experience their hopes /and
dreams; then it is imperative that immediate and considerable
attention to be given to the educatianhl needs-of those who staff
dEmDFtEEy 5 tallege ; For if ‘the staff fails the callege fdils,
and if this college fails, this demccrégy will be obliged' dut of
great travail to genéfate other institutions to accomplish the
Proper work of the community junior colllege.” (emphasis miﬂé)

While it is imperative that universities and collegesLmus;
provide preservice: training for teachers, the greater wei% t and
need to retrain the ongoing exis;ing coll ¥ge staff can only be met
by tHe establishing of good, highly systenatic inservice programs,
Among the priorities for the 70's in the a cea of special rograms
sholild be a staff development. officer whose primary purpose would
be, |"to develop and coordinate self development programs/for staff
tha lead to improved 1earning for students.\'

Ac Forest Park Community College we are nttempting to systematize
staff development in a coherent and functlonal way meshing efforts
with the felt needs of individual staff,

160
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The current and projected staff development programs and a .
short deseription follow: ‘ ‘ -

1. CONFLUENT EDUCATION:

An approach to teaching and learning that places as much emphasis
upon the affective correlates of the educational process as it does

upon the cognitive process.

2. FACULTY FILM SERIES:

A series of requested films set up for staff preview for use.

&

3. ,STUDY SKILLS WORKSHOP:
j¥%ﬁ inservice seminar given through the divisional mecetings
which'stresses teacher learner techniques in listening, note-taking,

. outlining, reading for meaning, and testing.

4. 0.S.H.A. ORIENTATION FOR SUPERVISORS:

To acquaint supervisors with the Occupational Safety Health
Act and institutional requirements in meeting said Act.

2

5., AFFIRMATIVE ACTION:

For divisional and department heads, supervisory personnel, and
interested staff. Workshop will cover the definition of Affirmative
Action; legal guidelines; consequences for not implementing Affirmative
Action, authority within.the institutions, etc.

6. EXTENDED TIME SEMINAR:

A day or two seminar focusing on staff development projects in
a Kahedoscopic display carousel-like format: Smorgasbord demon-
strations at various points of the projects developed by faculty
with released-extended time monies.
H

7. EXTENDED-RELEASED TIME PROJECTS: , : /

A collation and retrieval of data on all extended-released” time
projects developed by faculty since 1964. A cost to the district
of over $200,000 in that period of time. These projécts reflect -
individual and some program development projects and courses in all
areas of the college.

8. TLANDERS ANALYSIS OF TEACHING METHODOLOGY:

L

Check-1ist of methods used by teachers; video-tape critique
and evaluation of various teaching methods.

167
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9. ORIENTATION:
New and returning faculty - weeklong meetings and seminars with
new faculty caverlng such -topics - Community College Student; Commu-—

nity, Instructlcnal Programs Instructional Resources. (UEE of the
Buddy System) :

10. MANAGEMENT TRAINING SEMINAR:

A ten-week course in how to manage and communicate EffECElVEly,

" especially geared to management or supervisory personnel.

11. EMERGENCY MEDICAL Taéigiﬂgz

A medical ¥'first-aid'" training Program to acquaint supervisory
persannel with the basic hurry cases in accldénﬁa, injuries, or

i

©12. COMMUNITY AWARENESS PROGRAM:

An Dngﬂlng Series of Programs involving staff, férulty, and

-administrators in active involvement and partlcipatlnn with Ccmmunity

groups at the various cammunity agencies and organizations.

PR ¥

13. TEACHER EFFECTIVENESS TRAINING:

A series of seminars which focuses on .teacher communication
and listening skills. The process involves problem recognition and
discrimination, a no-lose resolution of conflict, and a_ _wholesome—
apprec;ation of tha needs, bcth of one self and others.

14. LEARNING THRU DISCUSSION:

A staff development workshop utilizing methodologies for
effective discussion of material presented. Key ideas and themes
and their identification and elaboration. :

15, STUDENT-FACULTY RAPS:

An angaing series of info“mal mEEtings between students and

and visibility cf siudents and faculty and at same time reduce

institutional alienation and estrangement.
K

16, EE?IA=RE§QURQESVHDRKSHQP:

A series of workshops utilizing the Instructional Resource
arca staff in interaction with faculty.

Objective: To maximize faculty knowledge andEuse of audio-

visual materials and development of instructional packets for
greater individualization of learning.
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VOCATIONAL EDUCATION/BUSINESS INTERTACE
IN NEBRASKA

C. Lonnie Johnson
Robert Klabenes
Nebrazka

The project which this paper reviews was funded under the pro-
visions of Part F, Section 553, of the Educational Professions
Development Act. The purpose of the project was to develop and
pilot test a model business community/vocational educational iater-
face program. This purpose is consistent with an emerging emphasis
upon business/educational exchange supported by the Nebraska Ftate
Board of Vocational Education.
‘ d

The ‘central focus of postsecondary vocational technical edu-
cation is-to provide learning experiences for students which are
responsive to the problems people face in finding the right jobs and
advancing within them. Rapidly-changing industry demands that stu-
dents are trained in the most current technological techniques. 1In
order for vocational technical education to be responsive to this
need, the business community and vocational educators must work
together in the designing of technologically current student learning
cation interface program model was developed and. pilot tested for
the purpose of improving postsecondary vocational technical education.

Southeast Community College is a public supported two-year area
institution serving 15 counties in Southeast Nebraska. The College
area encompasses approximately 10,000 square miles and has a popu-
lation of over 343,000. The College is a multi-campus institucion
with campuses at Fairbury, Lincoln and Milford. Milford formerly

. was a state technical college serving the state of Nebraska.,:

. The total student population of Southeast Community College -
Milford Campus, now 750 full-time students, will benefit as will the
ten -to-twenty faculty participants share knowledge gained with their
colleagues to validate curriculum or recommend changes. The majority
of students attending Milford Campus are from southeastern Nebraska
and are employed by businesses in the same area; therefore we con-
centrated on selected businesses in .southeastern Nebraska.

This method of validating or changing instructional content,
methods and equipment was selected because it allows person-to=person
interface between the instructors, who train the students, and the
students' future employer. For educators, it provides hands-on
experlence with the latest tquipment and technologies used in his

, 148
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industry. These interfaces take place in both the industrial and
instructional settings.

The Objectives of the Vocatiﬂnal_Educatiaﬁ/Businass Interfac
are as follows:

A. This program model will allow pafticipants from the teaching
faculty S '

%
1. to participate in on-site industrial visitation.and work=
related activities;

2. to identify current and emerging ‘technologies in the
business community;

3. to share leafning exﬁeriEﬁzes with departmental colleagues;

4., to assess with calleagues the technological’ currency of
the departmental curriculum; v o

5. to validate present curriculum or recommend changes to
incorporate current and emerging technologies into the
curriculum;

6. to assure that tachﬁologically current student learniﬁg

EXperlences are part of the départmental curriculum

B. This program madel will allow partlclpants from the business
community - —

1. to communicate directly with the ins tional staff;

2. to recommend éhahgéé for improv i,g in Sttuctional \:ontem:i
methods and/or equipment;

3. to directly interact with students in an 1nstructional
setting.

-

Note* The Milford Campus Qurrently has 300 peaple from business
and . industry serving as advisory committee members. These
people are quite active in assisting the Milford Campus in
review of general curriculum and instructional procedures.

Egch advisory committee meets formally once a year and then is
available to consult with instructors at various other times.

The utilization of people from the business communiﬁy pursuant
to this proposal would be above and beyond what we normally
expect from advisory committee members. That is, we would \
expect people from business and industry working with us under
this grant would provide us with in-depth criticism and/or {
assistance regarding specific phases of a given program. The
in-depth kind of participation we are expecting from these

"
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pecﬁle goes far beyond the kind of general program assistance
we are currently getting from our advisory commlttees!

C. This progtém model will allow partiéipants from the Student -
Services and Placement Office

1. to compare the industrial model of employee activities and
. services with the collegiate model in an effort toj;

a,. develap a more satlsfactary model for vocational-
technical students;

b. reduce student attrition through increased student

involvement in institutional activities;

2. to compare 1ndustrlal systems of pefsannel records manage-
" ment, maintenance and stnrage-

3. to in vesti igate PDEElbll ties of improved pla ement procedures;

4. to examine tHe industrial setting with the goal of develgping
instructional and/or counseling techniques for assisting the
graduate to make a rapid and successful transition from the
student role to that of employee.

D. This program model will determine the success or failure of cer-
tain time/interface options in the program model of vocational

education/business interface. .
The Nebraska State Board of Vocational Education has recogrnized the
emerging trends of state and national vocational technical education
toward educational/industrial exchanges. The Educational Professions
Development Act has given a high priority to this type of activity..
This type of program had not been tried in Nebraska prior to this’
field test of the program wfodel. :

At the conclusion of the program, recommendations were made to the
Nebraska State Board of Vocational Education as to ‘the success or
failure of the model, and which time/ interface options were most
successful, The model may be recommended regionally, statewide, or
nationally as a method of improving postsecondary vocational tech-
nical educatin. '

The planning and development committee considered and analyzed the
following alternatives for meeting the stated objectives:.

& [

A. Alternative I - Reading

Reading professional educational and industrial literature on an
individual basis 1s a method to.make instructors aware of current
and emerging technologies. To establish an extensive research
and current-technologles library in all subject fields in the

i72 -

=



curriculum would be the major cost. Estimated cost -
5125,000.00 . .
’ \

B. Alternative IT - Educational
Each instructional staff member could take one or more pro-
- fessional courses at a college or university.
Estimated cost - $7,500.00

"C. Alvernative III - Interface with industry’
) : \

- On-site business and industry observation, simulation, hands-on
experience and return of industrial consultants to the Milford
Campus will allow personal interaction and hands-on experiences

~ which neither of the other alternatives provide.
Estimated cost - $10,000.00

Before the project beginning date of March 1, 1975, the follgﬁiﬁg
preplanning activities took place: :

A. Descriptive brochure will berprepaféd and distributed to the -
Milford Campué faculty’ and business and industry to explain
the program;

B. Participants from the faculty were selected;

selacted;

D. An informal contract between the Goliege and participating
businesses and industries was written to clarify mutual
expectations;

‘E. Each department and business concern agreed with the Project
‘Director on one or several time/interface options to be tested;.

F. Pre-test and post-test attitudinal instruments were designed;

G. Pre-tests were administérég Ey.tha Project Director;
H. Arrangements were made for substitute instructors.

The combined effort of Southeast Community College - Milford Campus,
selected businesses and industries and the Educational Professions
Development Act as adminfistered In the State of Nebraska through the
Nebraska State Board of Education were needed to carry out this
program, : ' s

. : /

‘A. The EPDA funds provided:

l. necessary instructors who assumed regular classroom duties
while teaching Eaculty were off=campus;
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2. honoraria and travel expenses for industrial consultants to
and from the College;

‘-1ndu5trles, _ , o
4. design of evaluative instrumentation;
5. cffice and instructional.supplies.

|
' J
ollege - Milford Campus f%ﬁas provided:

B. The Sautheasc Comm

‘n\

2. Sezretafialrservices at 25% released time
3. Media Préducti@, assis tance as needed |
4. Educaﬁi@nalvpafti cipants malntalned;at usual salary
5. &EmpleEEEEEEefiES andk;gnvi:es
6. Iﬁdirest costs
7. Meeting and instructional facilities
8. IﬂSéqutiQﬂal equipment
C. The selected business and industry concerns provided:

1. Business and industrial consultants to visit the Milford
Campus :

2. Personnel, facilities, equiﬁment)and rgsoutces for the
educator in industry. '

D. During the terminal evaluation phase cross-analysis of results’
among the occupational departments was made to determine potential
areas for greater iﬁEEfsdeparEmental cooperation,

The farmal program - began on March 1, 1975, and;cﬁnsistéd-gf the
following activities: ° L

a

Eianning Procedures ) .

chupatians, anstrugtian Dccupatians, Eleztrical and Elegtfani:
Occupations, Business Occupations and Student Services) received
favorable responses from the business community concerning the con-
cepts of this program. Each of these five areas conducted its own
interface with its dppfﬂptiaté industry and assessed its own depart-.
ment curriculum.

ERIC o "
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B

Each of the five occupational department chairmen in the program deter-

mined with the selected faculty and business participant the best and

eﬁbst appropriate time/interface options for them. (See eéxplanation in

Part B below). The Project Director gave final approval to guarantee
a minimum of five different time/interface options.to be. tested. A
maximum total of fifty working days for all tests was allowed for edu-.
cators to visit industry, and fifty working days for all tests was
allowed for industrial cnnsultants to visit the Milford Campus.

terface Options - (Part B)

To assure maximum flexibility:af field tests, several options concern-
ing length of time and type of interface have been developed. Each
academic department worked with the Project Director and the specifie
business or imdustry to determine the most advantageous combination
of aptions! A minimum of five different options was tested during the
program:

Options may include:

2. one 1nstruﬂtcr VlEiES several 1ndu5tr;es faf one or two days
each -

3. several instructors may visit one or more industrles for
one to five days

4. one industrial consultant may visit the Milford Campus fn;

‘ two weeks . _

5. several consultants from several different businesses and
industries may spend one to three days at the Milford Campus

6. several consultants from one business or industry may visit
the Milford Campus at once for one or more days

-/, Depatr men;alfﬁra;gdutgi

___Each of the five departments proceeded with their fiéld_teét’indéa,
‘pendently from and concurrent with each other department test.

Yisitation Fhase s

‘A. The selected instructor(s) travel to the industry site and begin

assimilating into the corporate structure. They may attend meét-

ings, and seminars, take tovrs, perform mechanical functions, study.

+ problems and otherwise learn how the industry is functioning and
- what the latest technological innovations are in use¢ there. They

discuss their role as an educator as appropriate. They seek advice
from employees and managers as appropriate concerning the optimal
student training requirements for that industry. Depending on
the time/interface Dpzicn‘chasen, they may remain at that one
industry for two weeks for in-depth study, or repeat the process
in several dindustries for a few days ecach. The '‘educators record
observations in writing or via audio and photographic equipment.
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They return to the Milford Campus to discuss Experlences with
dEpartmgntal colleagues.

B. The selected industrial and business consultant(s) for each
department travel to the Milford Campus. They tour the physical
facilities, meet with the academic department chairman and
faculty, discuss educational philosophy, goals and objectives

in relation to industrial needs and latest technological advances.

+ 'They may choose to present lectures, conduct seminars or other-

wise interact directly with the students, sharing his industrial
- expertise. These presentations may be recorded with photographic,

audio and/ov video equipment by the Media Production staff of
the Milford Campus for future use as instruction, or in flnal
'evaluatlon of the prcgram ! -

In a series of insdEpth meetings, the faaulty of each department
crit;gally evaluate the contents, instructional methods and equip-

ment of the current curriculum in-relation to the experlences of T T

the faculty and industrial partlclpants.

Regammendations for improvement in content, methods or equipment,
or validation of current practices, are made in writing to the
Coordinators of Instruction. Apprnval and prioritization cf

changes are made by the Campus Director. y

; Erggréﬁ”¥§d21 Evaluation Phase

'

Fach instructor who participates completcs the post~test which is
‘minigtered by the Project Director. The Project Director also
ministers the post-test survey to students on the Milford Campus.
e Project Director synthesizes the results of the attitudinal
irveys ftompleted by instructors and students into one data com-"'"
p ilation. :

-

ey

.I !
) -Evaluatian Procedures

= = ) . Y

I

The Project Director brlngs Eogether the individual department
evaluations. He discusses the results with the Campus Director
and department chairmen. - : W
\ _
As s groﬁp‘;ecgmmendatigns are made congerhing the value of the pro-

.gram model and ‘the suggested implementation statewide for post-

secondary vocational technical Educstian. The final report is
written and disseminated, _ [
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Industrial Exgeflenae

by the educatﬂfs The on-site experiences allow each one to learn
current and future work-related skills wanted by the employers in his
special business or industrial field. This information is then dis-
cussed with other instructors in the same occupational départment
toward the goal of 1mprnv1ng the curriculum in that subject or

SEI’\FI.EE .

i

. 5
i
}

The industrial consultants discuss Eurrent and future technologles in
his, special subject field with the instructional faculty. 1In.
addition they may directly interact with the students in the ﬁlass— .
room setting to teach a speclal skill or technique.

i

Institu;icnal Change

essment of techielaglcal currentness. of its curricula and will
implement the successful prcgram model.

The Project Director was selected primavily because of his position
as Coordinator of Instruction, extensive industrial and vocational
educational experience, and work wlch 1ndu5trla1 Qansultants,

The educatlanal ‘and industrial participants are selected by each
accupaLiQnal department based on the EEEabliEhEd criteria.

Criteria for Eligibility of Fafticipaﬂtss

fAé‘l?

Milford Campus participaﬁfsémusz be

ﬂufféﬂ%ly teaching in an’ Dccupaziénal department :or serving
in the Student Services and Placement Office at Sautheast
Community College - Milford Campus*-

7
£

w;lllﬂgvtc participate;
personable}
capable of éémmunicating learned experiences with colleagues;

capable of critically assessiﬂg departménﬁal curfiﬂulum;

selected by Project Diréctar, Campis Director and department
chairmen - ;
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Industrial participants must be

1B,

1. selected by employer;

"2, currently employed;'

3.. willing to participate; ”

4. in posseSSion of background'skills and knowledge in a sub-
ject specialty as required by the occupational departments.‘f
for ‘their program of interface.- ‘

Participant Involvement:' - e P " R
A. Community & Industry a

Businesses and industries\in eastern and southeastern Nebraska
-are the primary non-school participants in the,modnm. Instructors
will spend time in industry, and industrialists will spend time
on the Milford Campus, both toward the goal of aosessing the
technological currentness of the curriculum.

Instrugtors

=

11 teaching faculty and Student Services sta®f wer:z involved in
the program, either as a direct participant.who visits industry,k
oy as part of the curriculum assessment team. .

Planning for the program was done with the involvement of the
Campus Director, Coordinator of Instruction (Project Director;,
‘and department chairmen.

Students ' o

Validating or improving the curriculum. for technological currency
will benefit the students as they- receive the best education and
‘training demanded by our local industries. .

. :
Students evalua*ed the learning experiences received with the
industrial corsultants in the instructional setting.

The vocational education/business interface program was staffed to

provide for a satisfactory effective experience.

A.

]

o

Program;Director - (15% released time) \ i

Program Director!s‘Responsibilities

..1._ prepare and distribute brochure . : - .

178 | :
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Participants spend no less than one working day and no more than
Lten working days in oan industrey or buaginess Tor any one
Lime/interiace opt o,

hy:

saroom building,

The (.-nLiJ"e Milford (Z;unpuss, runu‘L‘L’ ng of the miiniela:
Woelsh Student Center, two dormitories and var LUH“'UUPPIL‘[H('
equipment storage areas were mide avallable to partic Jp mntes Uf the
Program as necded,  Clagssrooms, laboratories and équipment ‘valued at
nearly §7 million are part- of the-existing instructional program,
and are fully accessible to participants. ! ‘

Library Faci

Approximately 1,000 volumes of reference books in technical and trade
w fields are housed in small departmental libraries and the Luaﬂﬂing

Resource Center. All materials and library facilities are fully

agueessible to all participants. ! '

Jl

ution

The project evaluation system is designed to concentrate on the
collection of formative data collected in two ways: while testing
components during the developmental cycle and terminally while test-
ing the program mode! during a bonafide test. Lvaluation beyond the
pilot test or at the summative stage will be applicable to a field
test nl\:nlvuu different personnel than those ipvolved in the pilot

‘or initial dtzvr_lupmgnt of the model.
/ ! f

Fyaluative instrumentation were developed to pre- and post-test the

cattitudes of the instructional faculty and Student Services staff
toward the tgﬁhnalmp1rﬂ] currency of the present curricula or service.
The pre-test is a ngsessment of personal teaching content,
methods, and equipment, as well as an assessment of the departmental- |
curriculum. The Student Servites pre-test self assesses procedures.
and services. All pre-tests Indicate oxpected outcomes of the pro-

i gram participationy

The post-tests arc a self-as of what was learned from the
f ram, and how the knowledge gained will be incorporated into per-
sonal teaching stratepies and departmental curricula as .a whole. :

A third test assesses the attitudes of the students toward the learn=
ing experiences provided by industrial corsultants in the instructional

L

selting, :

Aruitoxt provided by Eic:



59

in sequunce to assure

monitors the models
options qare nol repeated

The Projoct Divector
time/intoriace

that totally unsuccesslal
in liater tests.,
irector assimilates

huring terminal program evaluation, the Project

into a composite rssessment of ful-

pru= and post--test instruments :

fillment of proypram objectives.

)
/
Q 181 ‘ _1

ERIC

Aruitoxt provided by Eic:



QO

ERIC

Aruitoxt provided by Eic:

o

Dire

6.

0Ot he

7.

9.

10,

1.

0 he

16,

19.

et Cnsio

Divector

160

VOCAT TOHAT, EDUCATTON/BUS INESS INTERFACE

Budget

Dircotor

svcerctarial and Clerieal

Full-t ime

Part-time

SUBRTOTAL

r Direct

Tnatructorsg

Ins

FOR

Cost

Lriuctors

SALARTES (Sum of lines

g

Emplovee Services and Benefits

Emp loyee Trave!

Tastructi

onal

Lectures and/or Consul tants

Fvaluatin

SUBRTOTAL

|4

(Sum af lines 7-173)

TOTAL DIRECT COSTS

4
Office Supplics, Duplicating,
Publicity, Communications N
Supplica, ote.

Consultant and Barticipant Travel

FOR® OTHER DIRECT COSTS

{Sum. of
4)

Tines 6 a

Total

TOTAL DIR

nd 1

ECT

Stipend Support

AND STIPEND COSTS
{Sum of lines 15 and 168)

Indirect Costs

GRAND TOTAL (Sum of lines 17 and 18)

182

Part I

¥

[

N/A

.,

N/A

600

1-5)$1100.

00,

Budpeted
) Local

00 $1900.00

—y

N/A

00 1125.00

00 0H.00

00 $3025.00

.00 177.00

/A

.00 100. 00
.93 0,00

.00 0.00

3.93  $3882.00
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Line ftem

-

10,

DIRECTO

¥

SECRETARTIAL AND
CLERTCAL

PART=TIME INSTROUTORS

FMPLOYEE SERVICES

OFFICE

C

i1

AN BENTE
SUPPLI
DUPLTCATING, T
UMM,

s

[CATTIONS

INSTRUCTIONATL
SUPPLIES

PARTT
TRAVE

NTOAND

BLICLITY,

161

Budget Notes

Explanat ion

157 of regolar duries to scerve as

Projeet Director.
257 released Cime will be allowed for

secretarial assistance.

Substitute instructors for 4 maximum of
S0 e lass davs while edocational part (e«
pants are actively involved in the

program 525,00/ day.

Secial Security pavments for dircetor

aind sevretar ol personne]

Brovhure and final report.  Miscellancous

;;npp] lirk .

Develapment of photopraphlie film to record

program amnd assist in cvalaation,
N -

Feforenve materfals_ io rrofe
cdueat fon and rrade Tiolds,

Honovarium for businesamen o §50.00/dav
Lo cover all expenses oxcept travel,

Triavel

cnses for fndastrial consultants

o the Miliord Campus, and

Liv ¢come €
participants ta po o businesses and

industrivs,

Desipn ot Instrumentation for pro-Lest

A pent-tests, . .

i i
HERERTS

Yor participar
5 ooy dndussrial
ar B0 ey

imum

Ouerbond coaloulated at approxisetely
S tamdinge lewed, :
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FVALUATION AMD FINAL BEPORT

This portion of the paper containg the evaluation and final

report of the Vocat bonal HEdoeatton/Business Interface project, A

degrment of
the O] ]t’_‘."‘
roport .

Hot o al

the project was cvalaated by o persen not associated with
and alsy undertook the assipnment of writing the {inal

Lol the evaluation amd Yinal report are reproduced here,

The anthor will furanish additional intormat fon revarding the

cvialinition

T, UL R AL

A [RALTE

i
ﬂ‘u"

o

i?

%7 !!

vt

o i}

e

Lol Wl

iuw proje

results upon reguest,

FIlAL PROJECT REPORI
EDUCATION/BUSTRESS TNTFRIFACE 1N SEBRASEA

SDOOBTRCTIVES OF CTHID PROJECT

rall Parpose of Project

wan funded under the provisions of art -F
N L ¥

tton

purpose of the project is o develap and pilot test o
el business community/
his purpose is consistent with an eimersing

upon buziness/vducat fonal exchanye supperted by the

vocat ional odocational Interiao

raska State Beard of Voot iona! Fudieat fon,

et ives of e Proiort

abijertives of the propram Lo be developed and pilon

sAtew o the orivinal proposal as follows:

it provrammoedel will allow participants from the teach-

Hiltord Tampns of Southeast Compsunity

Inon=a1te ndustrial visitationn o

wWoerkE=roelated acrivitiong,
Poasnereing techaodorfes in

Leoore ddentify current o

fhie In

cenowith doparimental

vt omhar
col et sl
with volleapues the technnlopical currency

the departmental carriculum;
poovalidate prosent curviculum or roformend chanpges

v

te incorsorale current and erping tochnalopios

into thé rorelculum:
t. to assure that teehnologically current student
learning: experiences are part of the departmental

¥

vurricelum,

of the Educatfanal Professional Development Act,
I

“n
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2.0 The program model will allow participants from the
business community:
a.  to communicate directly with the instructi
b,  to rocommend changes for lmproving iustructiona
content, methods, and/or equipment;
. Lo directly interact with students in an instructional

setting.

3. The propram model will allow participants from the Student
Services and Placement Office: ’

d.  to compare the industrial model of employee activities

and service with the collepiate model in an effort to

-=develop a more satisfactory moedel for vocational-

technical students i

--reduce student attrition through inerea

involvement in institutional activities

b. to compare industrial systems of personne
management , mafntenance, and f?.t'r’!-'f*ﬂg'if‘;

ibilities of improved placement

ed student

1 records

¢, Lo investi
procedures;

d.  to examine the industrial setting with the goal of
developing instructional and/or counseling techniques
for assisting the praduate to make a rapid and
successful transition from the student role to that

gate poss

of cmployee.

of certain time/interface options in the program model of
vneational cducation/business interface.

4. The propram model will determine the suceoss or failure
the

EVALUATTOR OF THE PROGRAM MODEL

The administrat ton of the project contracted with Carl Sponcer,
Direetor of Career FEducation in the Lincoln Public Schoeols, to
write the final report for the project, including an evaluation.
The evaluater made four trips Lo the Milford Campus, interviewed
the project admlnistraters on four occas{ons, reviewed and
narized the results of two data collection instruments pre-
pared and administrared by the project staff, analyzed the
reuslts obtained from a third instrument which he himself pre-
pared, interviewed department heads, reviewed and analyzed
projedct recola, preg \
plan, and 5. red a final report for the project,

red and implemented an overall evaluation

Fhe evaluation plan focused on five major questic.... For ecach
A summary

quest ion’, Jata-vollection procedures were specifi
of this plan fallows:

@
/
185 :
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FVALUATTON PLAN

Evaluat ion Question 1L

Was a1 model process oriented busginess community/voeational
cducation Interface program developed?

Techniques:

ject docu=

Deseribe the model using data from (a) pro

ment, (b) interview the project management-and-campus -~

stafr, {¢) program materialsa,
Evaluation OQuestion 2

Was U model pilot tested: (1) Did interface acvents
crcur in all 6 intended areas? (2) Were at least 5
different time-interface options tried? (3) What problems
were associnted with the pilot testing?

Techniques:

begeribe the pilot test using data from (a) project
document (b) intervicews with project management and
campus staff (e¢) propram materials (d) analysis of

inter

ace covents.
Evaluat fon Question 3

To what extent were intended outcomes achieved for staff,

students, and curriculum/school prégram?

(1) To what extent did campus staflf identify current
and emerging tichnologies of business community?

(2) To what extent did campus stati assess their current
curriculum in terms of current and emerging
technologies?

(3} To what extent have ehanges been made which
incorporate current and emerging technologies into
enrriculum as a result of this program?

(4) Yo what cxtent have staff members chanpged thelr

attitudes and perceptions about the contribution

such 4 program can make to curriculum and instruction?

(5) Is theore evidence of greater or lesser success asso-,
ciated with any of the interface options?

Techniques:

Evaluate the achievement inteaded outcomes by analysis
of data collected from (a) Pre-Post Attitude Test (b)
Survey of Staff for Effects on Curriculum (c) Student
Evaluations of Interface Events (d) intoarviews with
L project management and campus staff.

Q ; y
: i : a4

ERIC |
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Lvaluation Question 4 . \

What propram elements are now being used as o result of
this project, and what other program changes . have heen
made which may have been influenced by this project?

Techniques: _ i .

Describe elements installed and program changes
~agsociated with project using -data-from (a) project
document. (b)) interviews with projoct managoment and

P
campus stalf and (¢) survey of stalf

Evaluation Uuestion 5 o

Was the project administered eff{iciently and effectively?

(1) 1Is there evidence of data=based planning and
decision-mpaking?

(2) Were plans carried out in timely and officieont
manner? ,

{(3)  Was manapement flexible in making use of progress
data collected during development and pilot testing
of model? .

(4)  Was documentation and reporting adequate?

(5) Was fiscal management responsible?

Techniques:

Describe project management using data from (a) pro-
ject- document (b) interview with project management
and campus staff (¢) project records (d) interview
with program off{icer in Nebraska State Department of
Educat ion

EVALUATION CONCLUSTONS

From the above evidence it scems possible to reach the following

conclusions:

L. The propram wias a success in that immediate and lonp-ranpe

benelits were evident,

Responses of both students and instructors wake clear that the
sible better Instruction. Some of this instruection

program made pos
was furnished directly by the consultant., Some of it came less
directlv through the improvemoot and validat{ion of curriculum and

instructional techniques. : .

ERIC | o |
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There is some evidence for long=-range chanpge in curriculum due

at least in part to this program.,  PFourteoen instructors identifioc
specific bhenefits of the program in the lTong-range planning for
ly to tie

their courges, cven though they were not cued direct

those long=range improvements to this program.

[

Most of the program ¢bjectives were achicved,
A lTarge number of program objectives were specifiad in the project
document. Most of them were partially or fully achloved, at least
with certain departments. )
Obvionsly the program resulted in little benefit to the Elcctrical
and Electronic Department, for they'did not participate in it.

n the Student

Likewise it was evidently ot litcle 8

services Department, for there was

dent services he feels necessary to bring about real improvement

in the student services program.

None of the objectives were unrealistic, however, and it was not

nacessary to chanpe the objectives during the course of the
pilet study of the program.

3. Only the most simple of, the interface options were used.

Almost all of the interfaces Involved short=term consulting type
relationships either on or off campus. On campus events wore
scompanied by the consultant making presentations to
studer Off campus events were often training events scheduled
by businesses or industries. Commercial Art program made con-
siderable use of ficld trips. But only,one or two cvents
scheduled interfaces on a large scale between larger numbers of
eonsultants and staft members. In no case did an actual inter-
change take place in which employee and staff member chanped
positions for a meaningful period of time. In the opinion of
the cvaluator, those more complex events remain viable possi-
bilities, but considerable additional advanced planning must

usually a

take place if they are to become reality,
Participation.by staff members was less than hoped for.

aff members were invelved in the pro-
¢ cases are long-range effects

Only about one-half of the st
gram; in onlvy about 20% of th
easily fdentified; and it has already been mentioned that
of Lhe action touk place in three departments, with one not
participating at all, and another participating only on a very
limited scale,

most
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Discussion of the conclusions

The pilot of the program was a success, although a somewhat limited
one. A number of factors may he identified which contribute to this

limitation.

L. The amount of time was insufficient. Such a prosram should run
at least a year.

2, Additional leadership was nedes
hoth to encourage greater participation, and to fasten down the
long=range outcomes for the interfaces

3., Staff concerns about finding wavs to provide for classes while
they are gone are 1ég1t1maLe, although sometimes convenient
excuse for not participating in off-campus activities.

L

Since the programs at Milford are well developed, it is not
always casy to identify places for the staff to learn something
new. In many cases the Milford program represents the leadership
in tht area rather than a necessity to improve.

Recommendations by the Evaluator -

L. A longer time period should be used, and the start-up Ehnuld be
concurrent with the customary time for curriculum planning iIn
the institution in order to le into long=range plans for
curriculum improvement.

=,

~

2. Such a program should be considered a part of the long-range
and on-going program of curriculum improvement. Leadership must
be piven to departments and instructors to help them plan for
use of interchange experiences as a part of improving curriculum
and ins-ruction. It should be tied in to other plans for
Assessing needs and outcomes of curriculum and planning for
changes,

3. Aidvd incentives may have to be provided for staff to encourage
Lem to participate. 'lhl% incentive could be in the form of
dlr(L[ payments, or more likely, in the form of a required
dlternative prnfLs%innll growth accivity negotiated in the
cess cof a regular appraisal session petween management and

or
YTO-

"'D u

ataff. g"I"h,c’_?ﬂ:ctin::si simply giving attention to staff members willing‘

to work on planning and implementing an interface event PfGVldLb
incentive for many staff members, Additional incentive may be
provided by recognition of events and their benefits through
etc. Perhaps a period of

y

vomnunication at staff meetings
essary to fully implement the

1 leave will be nec

e concept.

gnhhati(

' o 1£S£’.

ary in making departmental plansg,
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4. Finally, althoupgh some consultants were paid for their contri-
but ifons during the pilot astwly, it seems unwise to set guch a
precedent. Consultants should -be paid onty if they are other-
wise not employed during the time af their visit, TFurther
investigat fon should be made of employer's attitudes about their
consultanty visiting the campus on company time, and about staff
members "invading” o business without paying a fee to observe
and update skills.

TTTTTTTTAY STGNTETC;'\NCE OF THTS PROJECT FOR OTHER INSTITUTIONS

Direct interaction between vocational instructors and the work-
related experiences for which they are preparing students is a
prowing trend in vecational education. The model developed at
the Milford Campus a viable example of that typé!ﬂf program.
The model should be further tested at Milford. At the same time

ir should he used by orher institutions as a staff development
and program development programn.

The model is simple to vaderstand and implement. Results of the
pilot study should be disgeminated by the State Department of
Fducation to other voeational preparvation institutions, iﬁc]uding
high school programs. Those who are interested might proceed
directly from the materials prepared for the Milford project.

A workshop, using Milford staff, might be sponsored by the State
Department {f interest warrants. Further EPDA grants should be
given for development and implementatioh of this program concept.

O
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STAFF DEVELOPMENT IN A MEDIUM-S1ZLED C()LLE(:E*]

Harmon B,

New Jorsey

in his book on the applications of the
community college, Barbee outlines ssven basic teners in svitems

planning. These tenets are:s !

p—

Statement of Objectives
. Delineation of Constraints

T

ol

Fatablishment of Measvres of Effectiveno:
Synthesis of Alternate Solutions ' g
‘stablishment of Cost Elements
Cost Effectivencs: Andlysis to
Contiguing Fvalaation and Feedback

eyl

ablinh Trade-0fis

ol

urlington Countv College, a comprehensive public conmunity
collepe, 1s committed to systematie instructional planping-ba: 4 on
tenets similar to those ourlined by Barbee,
of the following stups:

[ta process consises

i philosophical institntional commitment to tar

development. .
Establish the majer poals and objectives 3
tstablish cost elements for ob fectives and wivkes wig

3 budrer,

Gl e pragrian,

!"f@;:.,ik‘d te overall colleve poals an

4. Reassess objectives In yiew of constratots and svathes{se
. 1 B B - B
alternate objurtjves, : . . .
5. Selegt Teasible compromise objective

for each fiscal wvear.
j .

2 . -
(SR A e A S

AL Evalyate the totas! progyram at the o

annukl eyele.
/. bas

e p CE T N I . i xs "--”x,,
Sturther program decisions oo vyvaluative feedbark,

maudatoen Coinstructional techaology s

i
Wi

This proges:s

in their broadest sense muo e anderatend by the figuliy, ain ]
commitment toward implementation must be developed. | ITasivoctiongl

technology svat mean -mote than utilization o1l such medfa os Lk
vomputer, vidiotapes, and audio-tutoriul ;Wi;\';r:ifﬁ:-i‘ At Burliapron, w7
believe TTS i i foh faculty familiacivy wigh ahd, | o~
Tdeas of suchy as Skinner, Bloowm, ¥ -
and Danathy. Te aluso regalrs Ity ¢ Iement ©o Inuly H ’
has been desijned svstematically and ‘; such wharacreristics | -

' ‘ ton County College, Pembert oo, New Jeraey. .

i - ‘ _ ;
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Part 'I‘wd
- L

a, Perfom

EE-:ji;?F Ef,T?i T fii -é-*,"'gjb.___

1, Analyze | .
student |
laarning :>
needs

2, lrite
learning

and test
items

ohjectives

3, Design
teaching-
learning
strategies

4, - Implement
- teaching=
learning

stratepies

\

5, Ivaluate
learning
outcomes

]

b. Revise
objectives
and

strategies

Phase 1
(one or two
semesters)

a, Perform
content analysis

a. Faculty
learn ahaut
behavioral
objectives
b, Write
tentative
abjectives
¢, MWrite at
least three
test items
for each
objective

a, Write one
procedure based
on 1 and 2

b, Use the
tentative
objectives in
packet format

course uaing
tentative
objectives and
packgts -

%
1
\
|
%
|

\

a. Conduct the |a.

Conduct
course
evaluations
b, " Analyze
autcomes of
course

¢, Report
gutcones

a. Decide
yhether to
proceed to
Phase II or
to repeat
Phase 1

TLT

Phase 11  -
(one year)

student
needs

a, Analyze
and rewrite
all previous
objectives and
add or delete
as necessarj

a, Write
comprehensive
course

on previous
experience and
new input

syllabuswbasedwi -

a, Implement
i
the new . |
courses

a, In each
track design
and implement
an alternate
evaluation
procedure for

sach objective

a, Decide
vhethét to
proceed to
Phase I1I or

to Phase II




b, Wfite care-
fully stated| .

b, Design at

least two

h, DPerforn
match mis-

match

: analysis on

. Hrite at objectives

least five . and outcomes

parallel test , e Report

{tems and results
validate

tacks within
this coursé
structure

behavioral
objectives

Phase 111 -
(two to
three years) |~ .

a. Create  .|a. Rewrite
validated all objectives
course goals | to match the |
validated
< | course goals
using task
analysis
techniques
b, R;view
item bunk
holdipg
revise as
neces%&ry‘

a, "Write an a,
experimental
design which
will validate
each instruc-
tional track
within the
course of

study

Execute”
the experi-
mental design
on each

track

a, Implement |a, Repeat

the evaluation |Phase 111
procedure o (until the

the experl- | learning

mental design |output is

b, Report; |within 3
results of
cach trial

Parit Chiree .

design
pperational
tolerances

o

|
!

R |
i\ |

FIGURE 1. , & THREE-PRASE SYSTEMATIC INSTRUCTIONALS DEVELOPMENT MODEL
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R Thr@ugh appfaﬁfiate institutiaﬁal péfscnne] direct and

program and its QDSES

Translation of these objectives into the basic implementive ele-
ments of this comprehensive development and support plan involves ’
(1) organized training activities; (2) support for education, travel,
and other professional activities; (3) incentives for faculty
development of instructional materials; (4) establishment of an
Instructional Development Center, a Division of Learning Resources,
and other personnel supporting faculty development efforts; and (5)
budgetary and evaluative consideration. Each of these will be dis-
cussed briefly. '

ORGANIZED TRAINING ACTIVITIES

The organized faculty t}aining program at Buriingtan consists of
three areas: preservice training for full-time faculty, in-service
training for full-time faculty, and in-service training for adjunct
faculty.

1. Preservice Training Program for Faculty All new faiulty are
given a cancentrated preservice training program with the objective
of acquainting them with the college's philosaphlcal .foundations and
the instructional techniques that they will bé expected to adopt. 1In
the five years since the college opened, there have been five pre-
service training institutes. The first session for the charter
faculty was conducted during the summer of 1969. The session wa .
seven weeks long and was designed to give the faculty prelimina.,
training in writing objectives and using different instructional
strategies and, also, to allow faculty time to do the initial
instructiosnal development work necessary té start fall classes.

This original institute was deslgned an, conducted by the dean
.of the college with .the .assistance of SEVEfal outside consultative
specialists. It subsequently became evident that the college needed
its own full-time training specialist knowledgeable in the fields
of insttructional development and educational technology systems if
staff training and development ~ ‘were to receive the ongoing emphas;s
they deserved. The position of Educational Developmént Officer (EDO)
was created, and the staff development and training fﬁnEELOQS’WEfe=3«5
centered in this office. The EDO position, the evolution of the '~
- Instructional. Development. Center concept,.and- the-additional. develap—v
ment pDSltlnn of Supervisor of Testing and Evaluation will bg dis-
cussed later in thlS paper.

The second preservice training sessiong designed by the EDO,
was held in August 1970. This session was reduced to three weeks,
reflecting greater eEflglancy in the nrganlgat on of the training.

e B )
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The second workshop was federally funded under the Education Pro-
fessions Development Act. The grag;g”f?vidéd that an attempt be
made to write a model faculty dév&l@@mégt program that might be
used with other colleges. The materials that were produced during
this time have since been used by a number of colleges throughout
the country. i @

The third preservice training session was held during Auguist
1971. The workshop was reduced to a two-week session and made
extensive use of the kinds of materials used in the 1970 workshop.
All subsequent preservice institute sessions have been two weeks
long. We find that with annual rvevisions of materials and improved
efficiency gained through experience, we are able to accomplish in
two weeks résults that originally required 'seven. '

A typical preservice institute schedule (August 1973) is shown
in Attacbwent A at the end of this paper. While in attendance,
participants are paid on the regular summer teaching salary scale
according {o faculty rank. o

Each year new faculty evaluate the experience as relevant and
highly valuable to them as teachers and professionals, with no
lessening of value rankings on one-year follow-up evaluations. On a
few occasions,  late August emergency hirings have presented some new
faculty from attending the preservice institute: In such cases, a
lower level of teaching proficiency and a slower adjustment to the
instituiton usually prevail throughout the academic year. ’

The best evaluation of the preservice training program, however,
is the fact that our faculty are writing behavioral objectives and
are using the alternate instructional strategies offered at the
college to assist the students in achieving the objectives.

2. In-Service Training. To complement the intensive preservice
training program,. the institution also conducts in-service training
for faculty. In-iouse in-service sessions most often are designed
and conducted by the Educational Development Officer (EDO) or the
supervisor of Testing and Evaluation (STE), but also have been con- .
ducted by visiting consultants. In-service activities have included
a series of seminar sessions on topics such as the systems approach
to instruction, .constructing: behavioral objectives and test items
that match objectives, acquiring commercially available materials,
the use of nonprint media and associated hardware, the cognitive and
affective domains, computgr=assi5tedAinstruétion; and special

—interest workshops-ir--the areas-of English -composition and seience 7 =~ "

education, in addition to "sharing sessions' in which faculty have
discussed  their work in oider to promctec an axaﬁaﬁgg of ideas among:
the staff. The raculty are encouraged to work through mediated,
independent study programs dealing with "Princi; s and Practices
of Instructional Technology" and with instructional evaluation.

198 o



- The Division of Learning Resources (DLR) also-conducted in-
service training to provide the faculty and staff with the varieties
of information and skills they require to successfully utilize a
systems approach to education and to creatively use the diverse

support services offered by the division such as more sophisticated

‘equipment maintained by DLR:. the student response system, telelecture,

television, audio-visual response units, and automated branch pro-
gramming devices. While it is formalized within preservice institutes
for new faculty, in-service education is regularly provided informally
on a one-~to-one basis by all of the professional staff members of

the DLR. There could, and probably should, be more formal DLR in-
service education for faculty, and there are plans to increase this
area in the coming year. An incentive for full-time faculty to
participate in in-service programs exists in the form of credit

toward promotion. :

3. Adjunct Faculty Training. Burlington County College
annually employs some 50 to 80 adjunct (part-time) faculty members
in a variety of disciplines. Student feedback.and division chairmen's
evaluations of part-time staff members indicated that training was
needed in such areas as the ‘nature and mission &f the compfehensive.”
community college, instructional technology systems, and the improve-
ment of”teaching. Adjuncts also needed to become more familiar with
the college and theprograms and services it offered.

During the 1971-72 and 1972-73 academic years, in-service o
institutes for these staff members were held each fall and winter
semestér. Each institute consisted of five three-hour sessions held

on sequential Saturday mornings. The syllabus for these sessions

was modified and shortened from the preservice institutes, and ,
stressed more immediate needs and short-term development activities
as well as orientation to the College. (See Attachment B at the
end of this paper.) o

Over 85 percent of the residual adjunct faculty have completed

~one of these institutes, and we now conduct one institute per academic

year, largely for new adjuncts. Participants are paid seventy-five
dollars if they complete the work assigned during the five sessions.
Completion of the institute also is one of -the requisites for advance-
ment to senior adjunct faculty status and higher pay.

Participants generally evaluate the experience highly. Most
importantly, student ratings of the resultant teaching. indicate that

the experience is effective in changing faculty behavior and in _ .. . . __._.
“producing bétter instraction. = '

SUPPORT FOR PROFESSIONALLY ENRICHING ACTIVITIES

. The 'college provides financial suﬁport for facult& to engage in
further education, travel, and other professionally enriching
activities.

B
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1., Tuition Payment for CGraduate Wotk. The college pays for
graduate credits earned by full-time faculty up to the amuunt of
$420 per year, per full-time fﬂculty member.

2. Long-Term Leave. Leaves of absence without pay may be
granted for periods of one or more academic years for the purposes
of graduate school or other professional growth activities.

[

3. Short-Term Leave. Subject to avaidable funds, leaves . of
absence with full pay may be granted for periods up to seven weeks
(usually during the seven-week spring or summer term) for the
purposes of graduate school or other professional growth activities.

4, Sabbatical Leave. After seven years' employment. a full-
time faculty member may be granted a sabbatical leave of one-half
year at full pay or one year at half pay. Leaves are granted in
recognition of significant college or community service and for the
purpose of ‘encouraging further work or study that will contribute
to the professional effectiveness of individuals and Lhe value of
their subsequent services to the- collegei

5. Exchange Teaching Leave. After one year of service at the

college a paid leave of absence for ome academic year may be granted
to participate in an exchange teaching program in other states,
territories, or countries or in a cultural program related to the
teacher's academic discipline, when such programs include the pro-
vision of an acceptable teacher to replace the one on exchange leave.

* 6. Faculty Travel. Local and lDﬂg*dlStanCE conference and
meetings funds are budgeted annually to pay. expenses for faculty
to travel tg and attend professional conferences and workshops. At.
"least one= thlrd of the faculty attend such meetings each year.

INCENTIVES TO FACULTY FOR DEVELOPMENT OF INSTRUCTIONAL MATERTALS

The callege is committed to the support of all faculty develop~
mental efforts and provides funding,. time; and support personnel for
assistance. Thaugh most of the-materials are produced as a part of
the instructor's regular course preparation, specially .funded
materials production is essential for faculty to exercise develop-
mental and creative competencies for initial development and for
continuing major revision of courses and programs, and to emphasize

the ;ommltment of the Qollege to Sys;EQ@Eigminsgzgggiona1ﬁﬂgyalopménti;y,ﬂm

e 5 ‘
a 1. Faculty Fellowsh;psi A unique fesature of the instructional

development effort is the faculty fellowship. This is a grant to a
faculty member or faculty team to do a specific instructional develop-
ment project during the summer when the individual (or group) ordi-
narily is not under a teaching contract. This gives the faculty
involved a reasonable summer income and greatly assists 1nstructlanal

200
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development. The commitment of the institution to the faculty
fellowship program is best indicated by the fact that $20,000 to
$30,000 is budgeted forsuch funding each summer, usually'spgnsnfiﬁg
some 12 to 18 project§ ’ *

o LY

Each year in March, faculty members submit [@fmal fellowship
o proposals which are screened by a joint faculty-administration
committee and ranked in order to priority for available funds.
Normally, one-half to two-thirds of the proposals submitted are
funded.

2. Released Time. Faculty are allowed released time from their
regular instructional loads for developing materials that capitalize
on the various modes of instruction. This released time is given
with assuvance to the division chairman that a specific instructional
product will emerge. Monetary compensation is provided By allowing .
points for instructional development under the faculty work load
formula. Examples of such products are independent study materials
utilizing linear programming techniques, mediatcd large group
instructional sequences, or audio-tutorial laboratory exercises.
During the short term when teaching loads are often lighter, the
amount of released time for faculty is greater. .-

3. Copyright Policy. N college patent and copyright policy
grants the faculty certain rights to instructional materials which
“ they develop. It is summarized balgw'

I
Board Policy 902 states that all property rights in bDDkb
written, teaching aids devcloped (including workbooks, 11hgtatury
manuals, transparencies, tapes, films, and the like) and equip-
ment d551gned or invented shall belong to the staff membe? or
.Cmembcrg who vrote, developed, designed, or invented such items,
incluiing any done in conjunction with the teaching .assignment
or with any extended or released time authorized or directed
by the college. Such property rights include the right to pub-
lish for private profit; the right to-copyright any book,
manual, or other appropriate material; the right to negotiate
with any person, firm, or corporations for the manufacture.of
any -item; -and the right to acquire any obtainable patent rights.
Apart from. these property rights, Burlington County College - *

shall, to the extent that said item was written or designed in_ ... . -

__connection with. an- éxtanded or teleased” tlle:project or program,
have a joint property right therein which entitles the college
in perpetuity to use or purchase the item regardless of copy-
rights or patents and exclusive of any royalties, commissions,
or other profits. The ronllege also- can request finanecial
reimbursement to the extent of its investment in the production

of the materials.

It should be noted that the college has never requested reim-
buseement for its investment in a project, even though it provides

El{lC B | ’ - ‘ji”\.:i
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essional, technical, and clerical adsistance on such
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INSTRUCTIONAL DEVELOPMENT CENTER

. The Instructional Development Centér, a facility provided pri-
marily for the faculty, serves as a study and resource center for
development activities related to instruction. The following per-
sonnel and materials are housed in the center and are available at ~
all times to .faculty who wish to utilize them: - '

1. The Educational Development Center (EDD) The Educational
Development Officer is an instructional theorist, planner, and con-

. sultant responsible for assisting in the planning, implementation,
and validation of systematically developed courses of study. This
person works closely with individuals and groups of faculty,
division chairperscns, other staff specialists, and the dean of
instruction in instructional development efforts. Primary functions
of this individual are training of new and current full-time and part-,
time faculty, consulting with faculty regarding educational research
and technology, and the design and validation of alternate learning
strategieg fof'iﬁstfuctional projects. 'Iﬁ th? administrative nfgania

i

dlEEQElY to the Dean of Instructlgn, agd peffnrms a functign CDmplE*
~mentary to that of the Supervisor of Testing and Evaluation, whose
'responsibilities will be diS%ifggi later in this paper.
The EDO possesses doctoral level training in educational tech-
nology systems design and implementation, media application, and

educational research, This person also must possess a personality

conducive to serving successfully as an educational colleague and
consultant to the faculty.

2. The Supervlsof of Testing and Evaluatlon (STE). The Super-
visor of Testing and Evaluation is fesponSlble for the direction and
coordination of educationmal and psychclogical testﬁng with major
emphasis on evaluation of student learning. This person supérvises
the College Test Center and its pe sonnel,-and- works- ‘tlosely’ with

_;?=j=<teach1ﬁg—faculty, ‘the academic division chairpersons, the Educational
_ Development Officer, the Associaté Déans of Instruction, and the
Director of Institutional Research. He may also work with members
of the Division of Student Development in matters of test selection
and adminigtration. His role with regard to faculty is mainly that
of a staff member prav1d1ng developmental and consultive services.

In the administrative organization of the. gallege, -he reports
dlfe:tly to the Dean of Instruction, and performs a fuﬂctien comple=
mentary to the Educational Development foiceti :

The STE holds ‘an advanced degree in educational and psycho-
logical measurement and must’'be able to communicate with and assist
‘many different individuals and groups who often possess little

A
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technical knowledge regarding testing and evaluation, The STE .also
must be sufficlently versed in educational measurement to follow
specialized technical dlicuss;qn and understand detailed statistical
information, be knowledgeable concerning criterion-referenced test-
ing, and be sufficiently familiar with project evaluation to be able
to assist faculty in and direct :institutional efforts toward a%33551 1g
student learning based upea behavioral objectives. _ e

a b .
3. Instruﬁﬁlnnal Prngrammer/ﬁlbllcgtapher (IP/B) ' The Instruc-

tional angramﬁéEYBibllngrapher cmnducts nonprint media bibliographic *
ELerhL at faculty request to determine what materials may be avail-
able (commercially or from -other individuals) which will meet the
program requirements for a developing learning sequence. The 1P/B,
after advising the faculty member or development team concerning
availablity and utility of materials for their program, can-order )
these materials for them and arrange for a preview before purchase.
1f materials are unavailable +he IP/B advises the teacher or team

on the in-house development aiu production of whatever is needed,

and helps the teacher or team (together with the Educational Develop-
ment officer and Coordinator of Media Services) program it into the
course design. The IP/B is -assigned to the Division of learning
Resources and reports.to- the ‘Coordinator of Media Serv;ges C e

4.o PthEESLDnal lerary Collectlnn. The professianal library
collection supports. the educational planning and development of each
faculty mémber. Tt numbers over 1500 volumes and includes a variety
of other materials, both-print and nonprint, in such areas as program
design, instfuctional technology. systems, behavioral objectives,
curriculum planning and' design, educational and behavioral psthDlagy,

' ) educational research, history of education, higher education, the
community~junior college, and theory and application of education
technology. Also included is an exte1give mlEfDEiChE collectlon of .
ERIC documents.

e THE MVISION OF LEARNING RES URCES"’(DL‘R)

The 7§ravem2ﬂt of student lea earning thraugh the appllcatian of
educational systems and technology places stringent demands upon
faculty and the institution at large. If faculty are to develop
professionally and utilize their expertise to the greatest imstructional
advantage, they must be provided with adequate institutional and
instructional support. The DLR contributes to this support .through
the following functions: = )

i

1. The Library.: WhllE the library is a%sentlally desiegned for
student learning, conslderable print and nonprint media for faculty
enrichment are provided. Books, nonprint media, and periodicals are
purchased at fac: *y request, and a computerized locator system is
employed to help -ers quickly and simply locate both print and non- -
print materials that are already available in-house.

203
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2. Reference Librarian. A full-time-reference service provided
to students, but also made available to faculty, provides teachers
with developmental assistance in research in their subject areas as
well as in teaching and learning.

3. Coordinator of Media Services (CMS). The Coordinator of Media

ervices, an administrative staff member in the DLR, is respcnsible
for serving instructional and institutional program needs in the areas
f presentation services, visual illustration, and printing.
Presentation services encompasses instructional television, the
electronic student response system, independent study areas, projection
services, equipment distributien and maintenance, and audio repro- '
duction; visual illustration includes graphic arts, photography, and
typography; and the print facility provides faculty with completely
automated copy service, general pfinciﬁg, and photoduplication.

The CMS also is intimately 1nvolveﬁ in the design and production
of instructicnal materials, working Ja;htly with faculty, the Educa-
tional Development Officer (EDO), and the Supervisor of Testing and

- Evaluation (STE) in faculty-initiated instructional materidls develop-
ment projects. The CMS assigns pfnductlcn tasks.to learning resources
pEfSDunEl oversees assembly of program cDmpanents, reviews program
components and, if necessary, revises components to meet the instruc-
tional needs DE the faculty member; plans the implementation procedure;
schedules the presentation timetable with learning resources personnel;
assess the program's success after implementation; gnd'makes the
necessary programmatic revisions in content and presentation techniques.

The Coordinator of Media Services also directs the following
divisions whose functions' directly support faculty in their instruc-
tional development efforts: graphic arts, phatagfaphy, pflnt shap,
audio production; and video pdeugtiDn.

LY ]

To illustrate the magnitude and priority of these SLfViEES, the
print shop, with more than $250,000 invested 1n it, is one af the
most completely equipped dupl ating and printing facilities in
southern New Jersey. The stai: includes five technicians (a manager,
a press foreman, and three pressmen), two clerks, and six student.
assistants. Weekly output is about 70,000 collated and stapled
impressions. The turnaround time for most work is 36 hours, but

. faculty may get immediate duplication on copy of five pages or less.

DTHER PERSONNEL SUPPGRTING FACULIY DEVELOFMENT EFFORTS

5
N \

The ‘concept of differentiateg staifing plays a key gale in the
c@llege s approach to instruction and_ faculty development. Full-time
instructional staff carry the final responslb;llty for instruction . éfsj
and student evaluation, but are assisted by a ldrge number: of pro- i
fessional and technical staff penple.v Some have already been dis-
Qussed but others lnclude'
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—-————1. Directar af‘Ihsttuctlnnal Computér Services (DICS) The

_Director of Instructional. Computer Services is responsible to the

Dean of Research, Planning and Information Systems. One of the
princlpal funztlona uf this persan is to dg*ine, develop, and cuordl—

£
the instruccignal programs, Thelerector of Instructlonal Computer
Services is available to faculty for consultation and technical
assistance with computer utilization in research:projects, curriculum
development, instruction, and-testing; maintains a library of com=
puter applicatians in the 1n5truct;onal computeruservlce arﬂaf and
sees that interested faculty are informed of.new developments. His
: function interfaces with those of the Supervisor of Testing and
s+  Evaluation 'and the EducétiaﬂaljDevelEpmeﬁt Qfficer, and he partici-
pates in preservice and in-service training institutes. He also may
conduct formal in-service training institutes. He also may conduct
formal lin-service sessions to orient faculty to instructional computer
usage and to new develcpmeﬁts in the field.
oL 2.0 Dire;;g;ﬁpf Institutional Research (DIR) The Director .of
Institutional Research is -available to assist faculty in designing
and conducting formal educational research projects and to provide
institutional research data to faculty ac requasted, suah as information

on student pfgfiles Lo

v v
3. Tnstrugtional Assistant (IA) Instructional Assistants are
staff members who have special assighments to assist regular, full-
tdme faculty members, but do not have final fesponsibility for
ygtemacic iﬁstructional development or fof student evaluation.

belaw that of instru¢tgf and are supervised by fu11=time facultyf
members. IAS york as classraom assistants in the independent study
; areas and 1in:.the open laboratories, as well as provide individuallzed
“s . tutorial assistance to gtudénts.

=

ty, 4, Techﬁiéal and Clerical Suppcrt Personnel. In addition to
the professional staff, the college also provides several types of
full-time technical support personnel to assist the faculty. This
category includes: faculty secretaries provided at a ratio of about
one full-time secretary for each nine teaching faculty; test center
clerks and monitors to relieve faculty of time spent administering |
exams in class; electronics technicians to set up and service. media
hardware; presentation service technicians/to set up'.and run mediated
presentations from remote locations; materials check-out clerks in
open labs and independent study areas; and laboratory technicians.
All of these positions help free faculty to perform the type
~ of developmental and evaluation work most advantageous to the learn-
ing process and also help the institution maintain a relatively high
atudent/teacher ratio while maintaining high quality learning
experiences for the students,

far
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BUDGETARY AND EVALUATIVE CONSIDERATIONS '*

23

1. Eudgetary Considerations. DbV1nus constraints to the Stafff
development program are the budget, time available to the faculty and
to the staff training specialists, the willingness of faculty to

'parﬁlﬁlpate 1n the voluntary 35pects of the program, and ﬁhe magnl—

money 1nvested in staff develnpmgnt by the cgllega.

v The college pilaces great emphasis on faculty development and
commits considerable funds and many personnel to the program. The
budgets of some offices such as that of the Educational Development
Officer are largely committed to helping faculty grow professionally
and develop better instruétional programs. Others, such as the
Director of Instructional Computer Services, devote a smaller

portion ~f their time and manéy directly to faculty dévelopment.

, An estimated annual program expenditure for 1974 75 staff
~development is shown 1n ‘Table 1.

The total expenditure can be only an estimate, since our present
level of 'sophistication with program budgeting does not provide a
method for exact time allocations for services by each office
(assumlng such time allocations might be accurately recorded), or
‘for service units such as the print shop to differentiate faculty

.~developmental printing jobs from other faculty or adihinistrative
printing. Also as pointed out earlier, it is often difficult to keep
track of faculty time devoted to development activities. However,
the estimated total development expenditure of $150,500 comes to
slightly less than 3 percent (2.98%) of the 1974-75 institutional
operating budget of $5,050,000. This percentage is comparable to
the parameters set by the state of Florida model for community
college staff development activities. _ . 5

[«

-Zi EvaiuatiygAﬂonsideratinns. Generally, overall Evaluation

has indicated the following indirect measures of success of
instructional development:

1. The level of instructional competency at the institution’
is rated as good to excellent by uver 87 percent of all
students surveyed in all ca;egories. current, graduated,

transferred, dropout, and dean's.list.

2. Follow-up surveys.of students transferred to senior
colleges and universities and employed by industry and
government indicate a high level of performance as rated
by schools and employers, and a high level of-satis-
faction by former students with the educatian provided

" by the college.
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TABLE 1
ESTIMATED ANNUAL PROGRAM EXPENDITURE FOR
STAFF DEVELOPMENT
1974=75
Burlington County College
Activity or Office “Annual Dollars
' Faculty-FellawsHips $ 25,000
Short=Term Leaves 3,000 -
Tuition Payments 10,000
Preservice Training 6,000
In-service, Training - 4,000
Faculty Travel and Conferences 10,000
: Load Points for Development ‘5,000
$ 63,000
‘Portion of Salary
EDO 12,000
STE / 9,000
Ip/B ) . 5,000
CMS S , 4,000
Dir. Instruc. Comp. Serv. - 2,000
Dir. Institutional Research 500
~ Instructional Assistants © -20,000
Technical and Clerical Personnel 15,000
§ 67,500
Méterials and Equipment 8 20,000
Total L, 5 ;50,509‘
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DVEE_QQ-PEEEéﬁt of all students surveyed in the above -
categories rated their instructors highly and are

enthuéiastic regatding the systematic appfoath to

VCamplaints from studeatsvgggggging tte teaching compe~

tency bf some adjunct faculty members have decreased

markedly when such faculty members have successfully

Ancompleted an adjunct faculty in-service institute.

Student attrition between fall and winter semesters has

‘been reduvced from a high of 20 percent in the first

years of the college to a stabilized figure of 7.0 to

- 7.6 percent for the past'two years; and the percentage
-.0f freshman year students returning to-the college

for their second year has increased over the same
period. '

i

' The image of the college as a place where excellent

instruction exjsts has been increasingly established
within a grcwing constituency of teachers, administratgrs,_

" and citizens in the county and state, as indicated by

research surveys and informal feedback.

Faculty development and the concomitant .utilization

of instructional technology systems (with differentiated
staffing allowing a  relatively high FTE student/FTE
faculty ratio, and an average academic year student
credit hour ptoductian of 1255 hours per faculty member)
has allowed the college to operate the instructional
program at below the national and New Jersey average
cost per FTE, desplte the rather large institutional
investment in develcpmant aﬂd 1nsttutticnal 3uppgtt.

in=service institutes highly with regatd ta the T
accomplishment of their developmental objectives, and
surveys indicate a high degree of internalization of
knowledge and desired attitudes by the participants.

Facuity who have not éxpefienced preservice or in~-
service institutes invariably receive, on the average,
lower student ratings of their instruction than those
who have completed institutes. -(These faculty, however,
are relatively few in number among full-time staff and
complete an institute within one year i1f they remain |
with the college. Comparative data on student acddemic
performanca, therefore, is somewhat iﬁtantlusive )

Orfe hundred percent of the full—time faculty are writing
leatning abjectives and wérking to implement instruc-
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It is, of course, difficult if not impossible to ascertain

preglsely which of the abﬁva] eneral evaluative. factors or program
campanents contribute in ﬁhe;mast cost-effective way to the accom-
pllshmenF of the faculty development objectives and to the major

- goal stated at the beglnnlng of this paper. -Based on the overall:

- evaluative results, hawever[ wé can continue to believe that 3 per—
cent of the institutional budget is not EDQ much to devote to

faculty development. The goal is being achieved.

Student learning
is being improved.

. - |
! ' :

|

l1n James D. Hammons (Ed.), Proéeediﬁgé' The Conference on

Questions_ and Issues in Planning Community Callege Staff Fevelopment S
Programs, July 1-3, 1974. University Park, Fa.

Center for the
Study of Higher Education, The. Pennsylvania State University, June,
1975. :

. : . - 7
zDavid E. Barbee, A Systems Approach to Community College

Education. New York: Auerbach Publishers, 1972), p. 69. -
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Day 1/August 13, Monday

Time “Location -Agtivity_ﬁb B _Presenters
9:00 Staff Dining- Gcffee‘
Room - . )

11:00~
Noon

1:30

2:30

Theater
CC '104-

Thea, CC 104

Stf. D. Rm.
Rm.

Stf. D.

Stf. D. Rm,

-intro. film on college

Your Office

Packet #1:

‘Paﬂél‘BiEEﬁSEiOn

211

Welcome to Institution
Formal welcome and

Brief intro tor Institute

Who Are We and Why Are.

We Here? T

Participant, and staff
introductions

Discussion of reasons
for coming

Tour and Packet -

Packet #1: The Community
College: The Concept ’
and Its Implementation

Buffet Lunch

The Community

College: The Concept

and Its Implementation

As an 4institution--what
do we look like? '

A Meaning of community

college and its appli-
cation here
"The Community College °
‘Student" (slide tape)
Student Information
Student vresearch
information
Dean's list information

Community services

- Admissions

Transfer and Counseling

-Off-campus

Dean Instr.

L (p1)

EDO
=t

Sr. Fac.
(SF)

]

_Dir.-Cqﬁm.\Srv-

Dir. Adm. &
Reg. -

L]

Transfer Coun.

Asst. Dean



188 .
Time Location Activity Presenters
4:00- Stf. D. Rm. NTL slide tape: a
5:00 Systems Approach to
Individualized &
Instruction ’
Day 2/August 14, Tuesday , .
) _— o ) -3
9:00 “Fac./Stf. D. Rm. Coffee .
9:30 Faz}/S:f; D. Rm. Intrndugcion to Remaining EDO & SF
i Sessions on Insttuctianal
) Development
. Modes of presentation
i Background o
9:50 , Féél/gtfing Rm. Recap. of Systems Appraach DI
‘ T - and Discussion of
“Instructional Development
/ Model. and Instructional EDO
Systems at- Burlington
*/ ,Gaunty College " o
10:15 ’Indep: Leafning Packet #2: County College bc“““%w;ah%
Lab. (ILL) Instructional Philosophy
: Systems appreoach and
grading (slide/tape
; presentation)’
1.:00 Fac. D. Rm. Presentation of Partici- v
pants' Goals for
Instit te
i:30 Fac. D. -Rm. Discussion
2:30 Fac. D. Rm. Meeting with Division :
' ' : Chairmen to Discuss
- Course Expectations
3:30 ILL Packet #3: Course -
‘ Syllabus
i
,
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. Location

Day 3/August 15; Wednesday

9:00

19:30

10:00

11:00-
12:00

1:30

Homework

Fac./Stf. D. Rm.

Fac. OfEf.

Instr. Dev.

Cntr.

. (IDC)

Fac./Stf. D.

Your Office.

Coffee

Discussion of Syllabus
Pleas with Divi
Chairman and Educational
Development Officer

Use of Library for ChGlCE

of Texts, etc.
Appointment with
Judy Olsen

Preparation of Rough
Drafts -of Syllabus

" Syllabus Display—z

1

(Faculty)

Rm. Exchange of Packets

Choice of One Large
Concept or Set of Unit

. Topics to Use for

s

1

Packet Design

Preparatian of a Packet
Writing goals
" Writing rationale
" Peer exchange
. Writing behavioral
objectives
Peer consultation
Writing objectives at
different lévgls

Packet: Criterion-

"Referenced Testing

DI

EDO
EDO -
Super.
Eval.

Test.
(STE)

" Div. Chpsn.

(DC)

SF

&
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Time Location Activity Presenters

Pay 4/Augilist 16, Thursday
19:00 Fac./Stf. D. Rm.

L ,
« "9:30- Fac./Stf. D. Rm.

Noon

Your Office

Test Center

IDC

‘Day 5/August 17, Fridag 

9:00

9:30

Fac./Stf. D. Rm.
JIDC

Your Office or
Stf. D. Rm.

11:00-
Noon

" Managed Instruction.

' Referenced Testing" & °

Coffee

Staff, DC,
SF

Discussion of Behavioral
Objectives
e.g., Uses
Reservations
Form

[n])

Rewrite objectives:

. Meet with Educational .
Development Officer

Dir. Instr.
Comp. Srv.
~ (b1CS) -

Explanation of Computer-

Tour of test center
Use of test center
Packeﬁ:. UCriterion . STE .
"Design of Objective
Tests & Test Items"
Meeting with STE and
EDO ;é'diszuss test
items, test construction,
possible test analysis

Coffee
Continued Meetings STE STE

Rewrite of Objectives, .
Items, etc.

3

Personnel : . s
" Explanation of benefits,
ete. ~o _ -
Form completion
=

v . -

Jonat.
-
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Time Location Activity a Presenters
- 3:00~- Local Pub HAPPY HDUR—s"Charl;E 5
5:00 Other Brother' 4
- Everyone invited!!!;
Homework Packet: Design of .
¢ Instructional Modes g
, and Strategies' .
DaylélAugusﬁ ED; Monday
9:00 Fac./Stf. D. Rm. Coffee ‘
9:15 Fae./Stf. D. Rm. Intraduztign to Sessions ~ “Epo /
9:30 " Large Group Pfesentaticn of One SF
Rm. CB-107 Faculty Member's i :
' Utilization of SystemsA
and Mastery Approach -
o At ) ) '
10:30- -~ Large Group “Utilization of Large .
12;00 Rm. CB-107 Group: "
o ' IndEpendent study
Small -group
1:00- hil 2 Choice of Mode
1:30 -
2:00 sign of Strategies
éadi,g
3:30- ' ‘Recap and.Comments T TEpy
4:00 Introduction to next- DI -
day 8 actavities
Day 7/August 51; Tuesday ;.
9:00 ’  Fac./Stf. D. Rm. Coffee =/ EDO -
9:30 Discussion Seminar, Small - 8F
Group
\Freeing up Students
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Time Location

Activity . Presenters

E. Campus
(EC 203)

10:30-
12:00

Simulation: "They Shoot SF

-Marbles" (Example of
Simulation Role Play:
-80 min.)

_ Panel Discussion ST

Use of open lab

simulations, role

play, ete.

Design Own Materials
Meetings with Faculty,
Division chairmen, edu-
cational development
officer '

~

Coffee “EDO

Choice of Strategy Sessions:

1. Self-instructional
study guide "Lecturing
as Communication,
Problems and Potentialities"
and additional pages 6-
Appendix K

tape and study guide
"Teaching Through Discussion"
in CA 151 '

3. Self-instructional materials: .
Johnson and Johnson "Assuring
Learning with Self-
‘Instructional Packages"

OR

Rewrite' and redesign of existing
materials

" Design of Your Materials

210
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© Time "~ Location ) Activity . Presenters
Day 9/August 23, Thufsday .
9:00 Fac./Stf. D. Rm. Eaffee . EDO
9:30 . Explanatian of Di Vlgian _ Chprsn.,
: ' of Learning Re sources . Div. Leaiu.
Res. .
Tour of Facilities y
. . - L . PR /
11:00- o Discussion of Available - Coord. ,
12:00 © Media; Advantages .and Mediz Srv:s
D;sadvautages of Each
1:00° ' ' Programming and Biblio- Ip/B
o : + ‘graphic Services :
- Investipation of Existing )
Materials
Drderiug of Materials
3:30= ' Recapitulation . EDO, S
4:30 v '
Act1v1tles are consecutive; therefore, gﬁly beginning times are ~
indicated, except where a break occurs. ‘ \ .
/.
. ‘
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Attachment B e

Typical Schedule:

In-Service Institute Adjunct Faculty - ]
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Outline of Topics for In-Service Institute

Bession |

Introduction to Burlington County College
a. Introduction of staff
b. Community college student

‘¢. Handouts catalog, dir. handbook, etc.

Break
d. Introduction of chairmen
Short divisional meetings

¢. Announcements: homework, handouts,
_objectives and schedule for workshop

f.. Tour

7. Evaluation

h.- Haméwnrk' WIﬁstt Systéms for Student

Sectijon 1T

Intreduction to session

Systems approach to instruction

a. Definition of terms _

b. Systems approach and grading at BCC
Packet vs. package

Application to particular courses
Discussion

=t

Syllabus, explanatlon
Homework
L g Selfflnstructian packet
1. Overview of a packet
2. Major goals, topics or concepts of a’‘unit
- 3. Writing the rationale
4. The use of pre & post-testing
. h. Evaluation o
-/i. Homework :
"~ Syllabus ' .
Cohen=-=' Gb;ectives for Callege Courses" .
Read couyrse packets

' -
Mager, Goal Analysis, Ch. 8 ~"Sur rprise Endings

Sessian III

ERPA

Intfnduczign‘

Packet preparation continued

a. "Specifications and Analysis of Performance
Objectives"

b. Use of non-print media

5

15-20
60

20

[

10

15
30

10

20
30

10

min.

hour

min.

min.
min.
min.
min.
min.

min.

hour
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b. Use of non-print media
‘Sources
Choice of media

Break”.

c. Development of unit of instruction

d. "Choice and Design of Learning Activities"
e. .Johnson.& Johnson, Assuring Learning with

Self-Instructional Packages

f. Review of guldel;nes for designing a packet
g. Evaluation
h. Homework

Criterion- referenced testing

Testing and types of test items; constructing
teacher-made tests

Session IV

Testing, Feedback, & Evaluation
Packet preparation continued

a. Design of test items

b, Feedback and evaluation devices
Types
Uses
Implementation at BCC

c. Evaluation

d. Homework: revise packets

=

a. Packcet revision; imstructional unit revision
b, Packet exchange )
¢. Final evaluation

220
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Qutline of Objectives and Activities for In-Service Institute

Session Objectlves

“Activities Location

Demo, & Eval, Method

.
Session 1
I,

II!

Be able to state and/or explain

the folloaing:

], National trend in junior and
community college growth

2, Concept of community college

3. Terns associated with comunity
college: e.g, comprehensive,
open door

L, Your view of services and
expectations necessitated by
open door institution

BCC Services

1., Be able to find variéus

locations within institution
2. Be able to state where
services. are located
3. Be able to state what services
are available to faculty

/ | Fac, [Stf.

g D, Rm,
"The Community College
Student" (slide-tape
presentation)
Packet 1 and handout

Discussion

Tour
}

Tour /Maps

] . £

Tour/Discussion

~ Adjunct Questioh List

College

Self-test
Group discussion

£ 5T

Self-test

Session II

111,

B0C Instructional Philosophy

1." Be able to define a systens
approach and explain the
advantages in using it for:

A

 "Systens Apptoach to

Grading at BCC" D, Ra.
(slide=tape ’
presentation)

Fac./Stf,

Group discussion



Activities

Location  Demo, & Eval, Methad

!

the student

the teacher

the system

2, Be able to state and explain
the grading system at BCC

3. Be able to state and explain
the various components of a

. systens approach as utilized

at BCC

4, Be able to state and defend

. your feelings tovard the use
of behavioral objectives

5. Be able to state and defend
your feelings tovard mastery

. learning concepts:

a, ALl students can‘learn
glven appropriate time
and instryction

b, Retesting is valid and
valuable

"Systens Approach to
Grading at BCC"

Cohen--"0bjectives for
College Courses"

Systens Approach

(s1ide=tape

presentation)

Fac./5t1,

Fac. St

Fac,/Stf,  Group discussion

Discussion

D, o,

¥
i

' N
Discussion |
Attitudinal pretest/
post-test

0, Rm,

Sessions II and III
IV, Implementation of BCC

Instructional Philosophy
1, Be able to design a syllabus

for at least one course which

you teach

Packet: Preparing
a Syllabus

Fac./Stf,

D, Bnm,

Discussion with
division chairman .
and EDO

BiET

24



faculty evaluation form and con-
sider types of follow-up feedback
infornation that you would like

Session Objectives Activities location  Demo. & Eval. Method
2, Be able to design at least one  Desipning a Packet satisfactory accom-
packet which includes: Overview of a packet plishment of packet
Topics ~ Major goals, topies or puidelines
Objectives concepts of a unit Peer exchange
Pretests Writing the rationale
Activities Use of pre- and
Posttests posttesting
Evaluati a measures ~ Specification & analysis
| of perfornance
objectives
Choice & design of
learning activities
3, Be able to design at least one  Criterion-Referenced Fac,/Stf,  Same as above
unit of instruction which is Testing <D R,
either gelf-instructional or '
defined and includes:
Topics Johnson & Johnson
Strategles "Assuring Learning.
Inputs vith Self-
- Practice Instructional
Testing Packages"
Revision
Session IV ‘
1. Be able to design criterion-+  Criterion-Referenced Pac./stf.  Consultation with
~ referenced tests to go with Testing D, Rm,  EDO and STE
each objective for a unit Constructing Teacher-
. of instruction Nade Tests
2, Be able to implement the BCC Feedback Presentation Fac./Stf.  Approach of -
| D, Rm, Div, Chm,

$6T
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PROFESSTIONAL DEVELOPMENT PROGRAM
CALDWELL COMMUNITY COLLEGE AND TECHNICAL INSTITUTE .

%

Beverly C. Hawkins
"North Carolina

INTRODUCTION

Caldwell Community College and Technical Institute began its

" Professional Development Program in December of 1970 to better

organize the administration's efforts to provide inservice training
and to better insure an ongoing, comprehensive program of staff
development for the total institutional staff.

BJECTIVES

[be]

General guidelines and objectives for the program were set out

by the president of the institution. They are as follows:

(1) To identify and recommend to the president ways to further
promote the concept that all institution employees must
constantly work at professional growth if they are to con-

(2) To identify and recommend to the president institution-wide

should be planned for all institution employees.

(3) To identify and recommend to the president problem areas
or concerns around which inservice programs should be
planned for two or more administrative groups, but not all
employees (Example: clerical staff and administrative
staff). ‘

(4) To prepare and recommend to the president budget requests
to support the recommendations of 1, 2'and 3 above.
(5) To identify and recommend to the president ways to promote
interdepartmental cooperation in developing professional
~development programs. .

(6) To assume respomsibility for planning and carrying out
programs that are approved in 1, 2 and 3 above, except in
instances where the president assigns this responsibility
to another group or to one individual. ;



When the instltuticn began a program of long range plaﬁning in
1974, three more comprehensive objectives were added to those issued
by the president earlier. Those objectives are as follows:

(1) To develop a master plan of professional/staff development
in light of the goals and aspirations of individuals as
these relate to the major directions and emphasis of the
institution (5 year plan), including annual updating of
the plan,

-

(2) To plan activities for staff, .related to the role and
scope of the master plan and how each individual will be
affected by the plan. '

(3) To perform a study and make recommendations relative to
faculty exchange programs at the local (state), national
and international levels.

A majat DbjéCtiVE of the pfagram not explicitly CGVEfed iﬂ the

'development activities.

ORGANIZATION

. To implement the objectives of the program, the president:
,appuinted an eight-member committee responsible to him and repre-
senting most personnel groups within the institution. The dean of
educational development was later added to the membership. Committee
members are generally appointed for two-year terms with half the
membership rotating off each year. The Committee chairman and
secretary are elected annually by the membership. Meetings are

held monthly. ' i

Not all staff development activities are planned by the com-
mltEEE Scme activ1t125 take plaée withiﬁ thé scope . af specially
project and pald far through those prcjeut funds Dther a:tivities
require little, if any, funding, meet on campus for a short period,

" and® involve small groups with similar concerns who\ﬂa their own
planning. And yet other activities, such as educatiénal leave,
graduate courses, personal reading, and ingtrgcticn related research
are planned and carried out by individuals totally outside the fcrmal
prcfessional development" pragfam. C \x :
,

N

Caldwell Community College and Technical Instituté also has a
representative serving on the staff development task force whith is
part of the Appalachia North Carolina Consortium, an crganizatioh,coms
posed of fourteen two-year public institutions and two four-year h
universities in western North Carolina *To egtablish the role of th%s
group in the institution's staff development -program, the objectives \
‘might be considered: : R ’

228
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(1) To assess the extent to which each member institution
has developed and impleantéd a program of staff
development. .

(2) To provide assistance, when requested, to member institu-
" tions in developing a program for staff develapment

(3) To coordinate with and gain assistance from the Department
of Community Colleges in planning and implementing an
inter-institutional program of staff development wnnd
coordinating with state efforts.

(4) To plan and carry out special progfams in staff develop-
ment in areas of ueed identified by other task groups.

(5) To develop a categorical resource bibliography of expertise
within member institutions, the system, 4s well as other
resources.

To develop a. long-range plan for inter-institutional staff
development which would include, but not be limited to,
objectives, categories of activities, calendar of annual
events and plans, development of expertisg within the con-
sortium, and budgets A

o~
(%41
L

- COST OF PRDGRAM

From 1971 to 1975, Caldwell Cummunity College and Technical
Instltute s pruf2551anal develmpment prngram was funded primarily

Prolect Title III Prapnsal Generally, the gost Df the prggram has
Eeen Ehe amount of funds avallable for axpenditufe. Ea;h yeari*

Listed below is a general indlcatian of funding levels and sources:

Budget ~ _Amount '~ Source

1971-72 % $5220.00 Consortium (Title III)

1972-73 . 3580.00 ) COHSngium‘(iitlé'IiI) L
1973-74 | | 8575.00 Consortium (Title.iif)

1974g75> ) 7300.00 ' Consortium (47%) and regglar‘ E{

college budget (53?)

‘For the 1975-76 fiscal year, né :cnscrtium'fundsiwe allocated,
so the college, in an effort to maintain the program, set aside
A$57OO 00 from its regular budget allocatinns from the state to be
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used hpECifiEally for staff development. The Committee has encouraged
the presid;qr to begin working toward setting aside a regular annual
budget for staff development and to consider EhpluthE resources

outside state funds. '

Thesé funds especially designated for staff development are not
truly indicative of the total amount of money expended for staff
development in any one of these years. For example, all full-time
faculty and most staff members have approximately $100 per year pro-
vided primarily for travel, but often used for staff development.
Although the Committee has-no direct involvement in this funding
source, it does take it into consideration,

This institution has also made extensive use of funds from
several outside sources to provide staff development opportunities
fo its. personnel Under the Career Educa 1on PFDJEEE esgablished
collage funded a varlety of aEElUiElES rélated to persanﬁlizing
1nstruct10n aﬁd career counsaling The Adult Ba51c Educatian Budget

f@r bcth full and part tima emplcyees in the pragram CETA Title
and Human Resources Development monies have both been used for
developing staff in those areas. The college also recently became
Jdnvolved in the ACCtion Consortium, working particularly with the
Student Affairs Center, in an effort to develop and improve those

‘ gervices provided through that department. TFunds from this source
will be .used to defray ‘expenses fcr participants in workshops, on-
site visits, and any other activity which might enhance the student

. affairs program. '

IMPLEMENTATION OF PROGRAM

The formally structured pr@feséiénal development program at this
institution has two primary focuses: providing funds for staff
development activities and planning a program of staff development.

PROVISION OF FUNDING

The professional development program has been voluntary and has
encouraged institution employees to assess their own needs and
identify ways of meeting them. They are then encouraged to submit
~a request for funds, if any are needed, to the Committee on form
CCC-154 (see Appendlxa "The Committee serves as a screening and

'recommending bady befote the request is sent to the president for
his approval or denial,

To prcvide for as much equity as possible in considering and
recommending requests for funds, the Committee developed the fDllDw—

ing criteria: =

230
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(1) The benefitof the activity to the (a) total institution,
© (b) the department, and (c¢) the individual.

’ (2) The extent to which the activity attempts to strengthen
the institution, a department, or an individual.

(3) The approval of the department chairman or appropriate
division administrator. )

(4)  The :cost per person involved in the activity.
he amount of funds each department can contribute fronm

ts regular allocations to help defray expenses -of the
activity.

(5)

=

”-M-
o

(6) The frequency of requests for funds made by or from within
a department.

(7) The need for funds from personnel whose repular allocations
have been expended for other purposes.

PLANNING

]

¥

e the Professional Development Committee has spent a great.
ts time in its early years getting Establlshed deyelnplng
spphical basis, and responding to requests for fundlng, its
is shifting to one of promoting and planning a staff

Whi
deal of

Thé Committee has, for the most part, dealt with funding indi- J
vidually recognized and requested activities, but has made some !
efforts|at planning occasional activities for the total institution /
staff. | It has only been with the recent staff development needs
questidnnaire distributed to’all employees, of the institution that
the Committee has begun to-'assess needs by categories and to estab-/
lish the extent of the need (see Appendix). This quest;gnnaire‘;sl

- the lﬁltlal Stép in lang -range .planning, . /
I

A copy of the questiannaire results were alsb submitted to the -
_chairman of the consortium task force on staff development. ' This
graup hGpES to. campile su;h results ffém all ccnsattium members ko

Also a determinant in planning detivities is the institution“s
long-range plan, new or improved skills required with changing ;
programs, needs identified by specific groups, mew or improved v

. gkills required for 1nstitut1anal operation, and other related
IEFEDFS.

' . ’ B /

ERIC

Aruitoxt provided by Eic:
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NDTIVATIDN FDR PARTTCIPATIDN

Once inservice,training was defined and its purpoge ¢learly
understood, motivating participants was not as insurmountable as
" first anticipated. The first major activity.of the program was a
‘ret+eat for the entire staff, planned to provide a block of time. off
campus for -concentration so that participants might become acquainted
with each other, morale might be pasitively enhanced, a'sense of
'shared purpose ahd communication among all staff members might begin
to develop and so that time might be provided for sharing problems
that -.could be aaLved through' staff development. This activity
. generally set the stage for a positive attitude toward staff develop-=
ment and e:tdblishedthat it was inclusjive: cf all perSOnnel K

Perhaps several other factors have encouraged pafﬁicipation;%
First, the program is voluntary. All personnel are encouraged to
participate, but the choice is left with the individual without fear
of reprisal. Second, each individual is given the liberty of
identifying his own needs and directions and of choosing activities
which he feels meets those needs, He is subject only to his super-
visor's approval, the committee's recommendation concerning funding,
and the president's approval of the funding request, none of which
have proved insurmountable. Third, the institution, as much as
possible, attempts to provide funds for these activities. And
fourth, release time is provided for participation in activities.
~In addition to the regularly scheduled Professional Development Day
each quarter, employees are permitted to leave their work responsi-
bilities for the duration of the activity. And not to be disregarded
is the open communication between the staff of the ingtitucicn and
the Committee and the p051t1ve supportive attitude of tap adminis-
trative-people. :

13

This is not, however, to say that all employees of the insti-
‘tution partlélpate regularly in staff development 'activities. ' But
a good portion cf those from all areas - college parallel, technical,
vocational, clerical, administrative, maintenance - are activiely
involved in inservice training. » o

&

TEACHING TECHNIDUES DR SKILLS EHPHASIZED

No skill or group of skllls is regularly emphasized, in the staff
develnpment program, although a serles of activities are sometimes
built around one concept. -To give some idea of the variéty of
activities and participants, Yisted bélow are those activities .
sponsored through the stiff development program in 1974-75: .7 ’

1) The’llbrariSnvand assistant librarian participated in a

media workshop sponsared by the North Carolina Library
Association.
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(2) Two persons from the business office enrolled in the
course "Effective Management Skills' taught by N.C.
Sﬁace Uniﬁérsiéyi : .

(3) Two petSQnE from the business office attended a program

related to new putchaSlng, inventory and other office

: pracedures a R

jé)v A nursing lnEtqutDr pa;ticipated in the warkshap 'Us ] -
PR ) of Simulation Games ‘as a Teaching Technique 1ﬁ Nursing '
* _ - at Indiana Univer51ty School of Nursing

_ _ v (5) Thfee secretaries from the antinui' Education Division
- N ! ‘accompanied the Continuing Education staff to the fall -
state conference,' -

(6) Two social gcience instrwztors went to Dallas, Texas to the -
Community College Social Science Associatian and Southern
Histnry Association meetings.: ’

) . o
: “(7) The institution sent two recreational leadership
- 7 instructors ED the 1974 Congress for Recreagion in.

. ) Denver, Calarada. , 7
v - ‘ TS : . ' R Y .
7 (8) A psychmlagy instructor visited the psychology department
- - of Ohio State University to discuss efforts iﬂ a -
- behavior mﬂdificatign program. : }/F
L \ .
(9) The automotive mechanics instructor attended a two-day
- meeting of the North Carolina Auto Diesel lnstructcrs

"Association. . j -

c
a workshop of the North Carolina Agsaciation of Co mmunity
College Business Officlals. : -

. (10) Three members of the institution’' businéss ffi E went to,

o

the state fall Casmgtglogy Instructor's Workshop and a
managemEﬂt seminar at Wake Forest University sponsored
by NCHCA and North Carolina “.ommunity CﬂllEgEE;

(11) Two inetructors with the cosmetology curriculum attended

(12) Th=2 reading instructcr participated in. symposia focusing
- < on issues in reading covered at the Sautheaste:n Regional
- : " Confe ence of the International Reading Assﬂﬂiatiaﬂ and
' later in ‘the North Carolina Counail of the same asgociation.

(13) TthE clerical persons from the Etudent Affairs Department
juined that staff at the North Carolina Cgmmunity College
- Student Services Personnel Association's profesaional
neczinb

]
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“Six memb&rs uf the Student Affairs staff were 301ned by |
seven members of the Continu1ng "Education staff and one
student for a semlnaf/wurkshop on Glasser's Reality
“Therapy uoncepts

£
3
=

A nursing instructor attanded a workshop at the Center .
for Teacher Educatiun Allied Health aﬂd NufSlﬂg at

ICARE mudel of Evaluatloﬂ A ;
. - &

(16) —The institution's maintenance supervisor attended a

(20)

(21)

(22)

(23)

(24)

(25)

;fsfgﬁuhree ~day $eminar in Raleigh especially designed to f

enhaﬂce supervision and housekeeping managément skills.

7). .-One instructor in the industrial divlsion attended the.

NC Society of- Prufessiona] Engineers Convention.

Two radiologic techn ology 1ﬂstruct0fs attended the Nurth
. Carolina State Radiologic Technulugy Annuél Meeting.

The .data processing instructor’ attended the DPMA State
meeting and later the American Association of Data
Systems AED's National meeting in Virginia.

. N ) L : f_ - .
A lecturer. from the Harlow Shapley Visiting Lectureships
- in Astronomy of the American Astronomical Society made
ptasensations in the institutian‘f new planetarium.

A nursing instruutor went to New Orleans .for ﬁhe National
League of Nursing's Twelfth:Biennial Convention and
Exhibition based on the .theme "Dperatiun Update.'

A cosmetology iﬂsgructor went to New York for the Inter-

nationdl Beauty Show sponsured by the National Hair-
dressers Associatiun ' o }

The librarian -and assigtant librarian went to, the Univetsity
of Illinois to attend the Twelfth Annual Clinic of Library .
Application. nf Data PfDEESEiﬂg .

.Eleven Continuing Educatiun Staff members sttended thea_:v
spring conference of the NC Cummunity Cullege Adult

Education Association.

Three members of the business office participated in the
Annual Finance Conference sponsored by the State Depart-
ment of Community Colleges and the State Board of
Education. : -

C : x 2;11
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(26) A social science instructor actively invelved in Cogni-
~ tive Style Mapping participated in the Glasser Seminar
on Reality Therapy held in-North Carolina.

(27). The Spanish instructor attended the Spanish Conference
» . for the Cﬂmmunlty College FDIElgﬁ Language Instructors

Association's Annual Conference in New York.
: A
(29) A radiologic ‘instructor participated in the Southeastern
Conference of Radiologic Technologists.

+ (30) A member of the Continuing Education Division responsible
: for programs with industry attended the Analytical V
‘Operator Training Workshop sponsored by the Carolina
Saciety for Training and Devélopment.

(31) A science instructor took a shért course for college
" instructors.of biology sponsored by the Natienal Science
. Foundation in Atlanta, Georgia. '
5 1 .
. (32) Three staff mémbers of the institution partigipaied in a
program sponsored by the college and the State Department-..
of Labgr on OSHA regulations. .

(33) A nurs;ng instructor participated in an Emergency Nursing
Seminar sponsored by. Inservice Education, North’ Cafalina
Baptist Hospitals, Inc.- - :

(34) FEight members of the Professional Development Committee
and the, institution's two vice presidents attended a
two-day workshop on staff development sponsored by the
‘Appalachia North Carolina Consortium Staff Development:

Task Force.

(35) Twenty clerical and technician level employees of the
institution participated in a 15-hour inservice education
program covering basic skills in human relations and
communications. :

(36) A three~day writer's workshop held on the campus under

' the guldance of a writing consultant was opened to all
consortium institutions, local high school teachers and
other interested pergons,

= (28) 1 A humanities—instructor—joined— -the-Modern Laﬂguag34¥~A**;¢‘f‘—>



THE STAFF DEVELOPMENT PLAN
. "OF )
SOUTHEASTERN COMMUNITY CDLLECE

%s

B, T Wl Ronald MeCatter
’ Charles-E. Grigsby
North Carolina

A growing consciousness among community colleges today is the

need for an in=house professional development plan. Some community -
‘colleges say they are disenchanted with graduate school products;
many community colleges are getting greater numbers of personnel
from industry without any prior teaching orientation. Yet, the
greatest need for an in--house staff development plan is that commu-
‘nity colleges as an insvitution are still very much in transitional’
stages, though they date back to Joliet, and indeed will always be
‘transitional if they meec their mandate of responsiveness to
community transitions. To support such fluid curriculums and
services, the community college staff must likewise be responsive.

Staffing with versatility in mlnd is one step toward the solution.

caardlnate
i ’ -

PLAN FOR THE FACULTY

Characteristics of the Plan

a college-wide plan is to be'effectiﬁe, it must meet basic
The staff/faculty mudt have a significant role in designing
the plan. .

The plan must 3110w fﬂr indiwiduality while meeting institutional
"goals., :

‘Mutual responsibilities must be recognized and assumed by .
all parties. ' ' -

Mutual trust must be established to further the intent of the
plan while misude must be eradicated.
.Initiation
~ Sotitheastern Community College is a college of appfaxiﬁately
2,000 FTEs and 163 full=time’ personnel. Our plan began in January
209
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né”l??ég A rationale for and objectives of a new committee for
staff development responsibilities were announced by the President,
and interested staff members were invited to attend an organizational
meeting. The emphasis from the President's Office was a reflection
of the administrative support. necessary from the beginning, with
e equal_ smphssls_from each. adminlstrataf-srVoluncsers should- be the
only ones assigned to such a committee - their dedication and per-
sonal interest is vital. More volunteered than we could possibly
manage. at SCC, so the selection was made to broadly represent the
.professional staff. The following charge was given the committee:

Rplswnf ihs;CQmmitggs ' |

To develop and rssommsnd a fair and mansgssbls plan for
“faculty svsluation.

To plan, .recommend, snd sssist in 1mplsmsnt1ng activities .
and pragfsms for fasulty upgrading.

To constantly monitor snd avaluate the stsff dsvelopmsnt
plan snd program above for impfovemsnti

Faculty Evaluation Plan: Minimum quqitgménts

1. Should ineclude significsn udent inpuc.

2. Should include Significant supervisory input around rols

- : criterias:

a. Job performance (instruction)
b. Professional development .
¢. Professional responsibilities (i.e., committees,

- advising, etc.)
d. Community responsibilities (community service)
3. Should insluds an annual supervisory/faculty review.

4, Should insluds sufficiently variable cfitsris to rsfiest
strengths or weaknesses.

5. Should lend itself: o duantitative summary. , .

A Professional stslnpmsn;f?lsn;; Minimum Requirements

1. Include activities commensurate with ﬂpprQVdeSESndade
for re-appointment and promotion. :
i

2, - Reflect individual professional interests and needs as
observed and prescribed, '

3, Reflect the balanced needs of a.department,

937
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A Plan Should Accomplish

=

1. A sélf-analysis of needs and interests eubjeet to revision
should circumstances change.

[~

A depertmeqﬁal enalyeie_of strength and weaknesses,’

3. A communication medium beeﬁeenﬁinetrueter; department
‘chairman, and Dean of Instruction.

4. An approved plan by which: .

a. Professional upgrading is sought.
b. Activities are cemmunieeted which sheuld be planned
by the college. i
¢. . Professional development tan be falrly evaluated.
d. One can feel comfortable in the knowledge that his
' plan is within the expectations of his peers and
.- administration. :

Sample plans, forms and tef, ances were dletributed and/or
reserved by the President in the college library for. the use of
the committee and others.

¥

The Development

Committee Process

Evaluation and professional development are two separate, but &
highly interrelated processes. With this in mind, the Professional
Development C%Emittee at -Southeastern Community Cellege broke into
subcommittees & one whose emphasis was to be on“the evaluation task
while the other subcommittee studied the organization and formuli-
zation of a professional g;owth process. Coming together at _
strategic times in the developmental phases, the committee was able
to integrate ‘the products of their work into an over-all plan for
the faculty. '

Content ef the Plan

, Instrumentation of what turned out to be four facets of the plan
include the following: -

Faculty Evaluation = Student Response Form

This "is a criterion-referenced form developed on the SCC campus
"exclusively for the students there. The form is based upon the
beliefs, judgments and opinions of these students as to what
constitutes good and poor teaching performances. The phraseology

of the form items is also that of the students on this campus.
/
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The form validation precess-c@nsistéd of:

(1) Collecting statements from.a student sample on teacher,
behaviors that indicate good and ,poor teaching character-
= . - . 1

isties. : e

(2) Submission of a condensation of the statement list to a
second student sample in order that the statements on
‘which there was the most agreement might be selected
for.use in the evaluation form. :

(3) The use of a tentative form in a cross section of the
college's classes in an attempt to eliminate ambiguities
in either the directions or item statements.

Reliability checks for the tentative form were, done on a
test=retest b 1sis.

gggulﬁgﬁ@galuaﬁiggre Super is_gﬁR sponse Form'

This form is campleted by the Dean of the area in which a
'faculty member's s major teaching responsibility lied, On close
ingpection, Ehe form may appear to be rather limited in scope-
and/or flexibility, but it was designed to supplement and to
stand independent of the other instruments.

Evaluation - Non-Instruction Activities

The nature and use of this form is made EIEEI in the document
:1tself .

Sautheastern Cammunigg,College - Professional Develcpment

sttem

This is a two-part document; one is an explanation of the
system and the other is the form to ‘be completed. It is the
basic document used to plan, organize and encourage the pro-
fessional growth of the faculty.

Fgcu;gy Eva;uacién Summary

" On this simple form, the evaluation ratings taken from the
previously mentioned forms are brought together so that they
can_be summarized and an overall rating given.

The role of the President's Office during the development stage
was to study and react to all minutes, appear before the committee
to assist with problem areas, defend truths, and compromise .personal .

239
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biases. The President should allow adequate time for the plan to
emerge amid committee research, debate, and receipt of extra-
committee reactions to broadly dispursed minutes. Made clear from
the beginning was the fact that this plan, once agreed upon, would
‘be acknowledged as imperfect, and subject to continual improvement
" each year. This experimental mode relieves the pressure of
"finality" on the committee.

/ When the plan emérged from the formulation and approval process,

the implementation was effected by: ‘

A college-wide announcement and distribution of the plan from
the President's Office .

Full credit to the committee and other contributors
Request for a year's commitment to the established plan while

constructive criticism was collected and solicited from all
parties : . y

i

Upon implementation of the plan, the committee's work must con-
tinue. The committee should be the ‘process monitor by conducting
'in-house and external research; innovating and editing suggestions
for improvement; providing support to faculty and deans; and con-

solidating requests for development which lend themselves to common
group activities, consultants, courses of instruction, etc. and
recommending the implementation of such.

3

Plan for Other Personnel v .

A community college depends on all its staff for goal attainment;
therefore, a professional development plan is equally important for
all. At 5CC, administrators, counselors, secretaries, and maintenance’
staff are all involved. Under some appropriate modifications, a R
similar process, as explained above for the faculty, has been
initiated for each of these personnel groups: : '
édministratigniandfGDun l rs

i

The admiﬁistratiVE’and counseling personnel use a similar but
modified, approach to staff development activity. The evaluation of
administrative personnel includes evaluation by faculty, subordinates,

, supervisors and by the President. Evaluation is closely related to
coordinated planning objectives on an annual basis. A complete.:
annual development plan as well as evaluation as a part of that plan.
is conducted in a one to one setting. Student Development Center -
personnel, including some administrators and counselors, use still

240 /
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another modification featuring cluster grouping. Individuals
plan their goals as a member of a cluster which meets with the

Dean for Student Development. It-is believed that the group
approach is an improvement over individual planning.

Secretarial Personnel:
. , o

secretarial perébﬁnél at Southeastern Community College were

ikewise asked by the President to study and develop a pro-

essional development system for themselves through the college -
secretarial*®ssociation. This project was undertaken with
enthusiasm and pride. No other group. of personnel represents
the college visitors, students, new personnel and the community
more than do secretaries. Realizing this, the secretaries of
SCC joined forces with the County Board of Education and City
Board of Education to apply for admission in the N. C. Asso-
cilation for Educational Office Personnel. This Association has
a vigorous Professional Standards Program which the ‘secretaries
adopted as their own. The program is . véry comprehensive
includinga variety-of vigorous course work, workshops, work
experience and testing.- Over 95% of our secretarial staff is .
committed to this program and have it well underway for a com-

5 _ pletion goal within two years.

L Tl 7]

3

Plant Maintenance Pefsonnel

4

Of all personnel of the cgllege; the services of these noble
personnel are under the most critical scrutiny. Their ignoble
plight. and responsible mission is realized very quickly, 1if not
belatedly, when their services must be necessarily interrupted
for even an hour. 1In spite of their importance, few have access
to plannad development. Their value to SCC and their full right
to equal professional development opportunities is recognized
through a comprehensive professional development system developed
specifically with and for them. The system includes course work,
literature distributed and reviewed, workshops by vendors,
analysis of workloads, scheduled task assignments, an evaluation
checklist for buildings and grounds, and a quarterly -awards
system for the most outstanding member of the staff.

y o :
'%érgflimg Adult Education Personnel

//Mast community colleges employ more part-time faculty than full-
time; yet, few have adequate professional development plans for
part-time faculty. At Southeastern Community College, part--

- time teacher orientation takes place on a one to one basis

(' between the teacher and the dean or his assistant, In addition,
all part-time adult education teachers are requested, to attend
at least one workshop per year during which teaching skills are
developed. The supervising dean as well as vis;tiﬁg consultants
assist in this activity. Part-time adult education teachers

A
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are sent to area workshops and seminars when possible. A plan.
for the near future is to develop an individualized self-paced
audio-turorial course of instruction which would be required
of all part=time instructors. Such a course of instruction
would be offered continuously through the Learning Resource
Center and therefore be available at the convenience of the

_ part-time instructor who frequently has conflicting priorities.
with rigidly scheduled college staff development activities.

Resources

Professional development. planning must be supported by the joint
resources of the professional employee and the college. It -is their
mutual responsibility to seek and provide appropriate experiences as
well as to find methods to support them. At Southeastern Community
College each member of the administrative staff and faculty is
eligible for 12 weeks of state paid educational leave upon 33 con-
secutive months of employmept. This benefit is valued at approximately
$45,000 per year collectively. In addition to this benefit, the
college budgets approximately $50,000 in supplementary funds for
appropriate travel and/or material development. These funds represent
"about 6% of the annual operating budget. Another major resource is

the Advanced Institutional Development Program (Title III). Through
this federal program,-we have involved trustees, administrators,
faculty and secretaries in frequent opportunities for professional
develapment ranging from courses in "The Developing Role of Womanhood"
to '"Outward Bound," a unique training program involving a combination -
.of mental skills, physical endurance and leadership training in the
great outdoors. ' :

Planning for the Future

‘Staff development plans for personnel in community colleges
cannot be projected accurately due to the very nature of our insti-
tution. As sure as our communities and their needs change, and the
needs for instructiofi and services change, so will our need for staff
development. Our students are getting older. They're holding part—
time and full-time jobs. They're goal-oriented and pragmatically..
inclined. They represent all the minorities as well as the magarities
they are the reverse transfers as well as the past=bacﬁalaureate
The '"drop out" without dropping out, becoming 'in and out" attenders.
They increasingly require financial aid though frequently attain top
jobs without graduating. Yet, amid this new family of scholars,

." there is also the traditional student who has been attending college
- 8ince Dartmauth and Yale :

The impligations of -these .observations are that staff development
activities must continue to be varied, unpredictable, and innovative,
and our staffs, versatile. Careful evaluation has indicated thaf
future stages for SCC development plsnniﬁg at SCC-will:

21223 ,l | vr : /
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(1) emphasize.a clJ"’ 1 latianship to institutional goals

‘emphasize the ralatlonsﬁﬁp of the plans of various per-
sonnel categaries within' the college

emphaSize common éxperiences where possible, for efficiency

“provide a forum for the full sharing of professional

development experiences with one another

promote an expansion of the varlety of professional
develapment activities »

research the process and ‘the product as an integral part
of the plan_ ) _ ‘ :

() ,i'ssemiﬁate our experiences with the college plan and
engourage other colleges to do the same

REFERENCES

"Bender, Louis W. \External Evaluation Report,' unpublished evaluation
report from Saitheastern Community Callege, July, 1975 '

Chronicle for Higher Educatian, "The Search for Skilled Teachers,
Val 11, No. 3, Séptember 1973, p. 3.

Cohén;,Afthuf M. "Evaluatloﬂ of Faculty," Community Cangge Review, i

Vol. 2,-No. 2, Summer}\}974, p. 12. §
FCOlllﬂS, Charles E. and Case\\Chester H: "On-Site, Pfogrammatic :
Approach to staff’ Develapmgnt," Graduate Education and Community
Colleges: Cooperative Apptnacﬂ%s to Gammuniﬁy Gnllggi Staff
Develo ment Teﬁhnical Report No. 5, August 1975.

f'

Eagle, Norman "Validity of Student Ratings: = A. Reactian " Communiti

and Junior College Journal, Vaf\ 46, No 2, Dctaber, 1975, p. 6.

'Kiernan, Irene R. '"'Student Evaluatinns Reevaluated " Community and

Junior Colleg_}Journal Vol. 45, Nﬂ 7, April, 1975, p. 25.

0'Banion, Terry. Tegghgrswfor Tomorrow. \University of Arizona
Press, Tucson, Arizonma, 1971. N
R \
Regional Spotlight - ‘Southern Reginnal Educatdion Board, "Opening Up
Faculty Evaluatign," Vol. lD, No. 1, Septgmber, 1975.

Southeastern Community Cnllege Professional Developmenc Committee

Minutes. ‘ . . \
' / AN



PROFESSIONAL DEVELOPMENT SYSTEM

I. INTRODUCTION' 2 ' .

This s ystem for profsssional development places a grest deal of
st in the ability of the individual deans and the teaching faculty
o rsssh ‘mutual decisions regarding professlonal development that

m

t

will benefit both the faculty and the college. While it is assumed
that each faculty member has already been meeting his/her responsi-
bility for professional development and will continue to do so, there

ﬂﬂ

re several advsntagss to formalising and fscilitsting the process.

1. It establishes a means whsrsby the administration can become

awvare of /the professional goals of the faculty and become.
more capable of providing the support necessary for the
realization of those goals. .

£

2, 1t sstahlishes role responsibilitiss for those involved so-
.that everyone is. aware of what is expected of him/her.

[

which to operate.

4., It establishes a mears of evaluating professional develop-
msnt ss‘that msmbsrs of the tsaching faculty may be given

IT1. GENERAL GUIDELINES

The professional goals of each individual faculty member must |
‘be consistent with the statements on: 1) Professiomnal Ethies,
2) Academic Freedom and Responsibility, 3) 'Philosophy and Purpose of
the Collsgs and 4) Comprehensive Curriculum as found on pages seven
through fifteen of the Personnel Handbook. The primsry focus of this
system for professional development is.to pfovids indiviﬁuslissd
_sncouragsment alternstives, and opportunities to meet the pro-
fessional goals of each member of the teaching faculty. However,
the uniquensss of esch individual professionsl development plan makes

sﬂd sltsrnstivss This prgpossl limits itssif to dsfining ths areas
-in which professional dsvslopmsnt should take plass - which are as ,
follows: i _ _ _ o,

“ 1. Acadsmic competency (knowlsdge and skills in the area of
one's teaching responsibility) ) : :

2. Methodology (competency in developing studsnt acsdsmic
awareness and/or skills).

It estsblishss gsnsfsl guidslinss as expressed below within
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3. Non-instructional EDmpEtEﬂCi s such a
a) Academic advising
b) Personal counseling
c) Advisement of student groups
d) Cammittee work . : ’
T e) Recruitment T
f) Community service (promoting and cnﬁveying the services

and resources of the ccliege to the cammunlty)
A

o
i

IIL R LES %ND RESPCH\RS'EBI LITIES

A. It shall be the féspnnsibillty of each member of the. teachlng
v faculty

1. 'TD 1dencify hlg/hef professional develnpment goals by
- annually gomplet;ng a prgf5551cnal development plaﬂ
’(see attachment). : 4 '

2. To take advantage of the assistance providéd by the
college in reaching these goals, and/or to identify and
use other available means of achieving these gcals

. =
" 3. To.share a self—evaluazian Df=h15/héf prcgress with
the divisional dean. : ’

/ B. It shall be the responsibility of the diyisional dean:

_ H
1. To provide whatever assist.uce is possible thrcugh the
resources of the college to assist in the achievement
of professicnal goals of the faculty.

2. To insure that, the, prafessional goals of the faculty
.are consistent with the general guidelines outlined
in Part II of Zhls document. '

. 3. To articulate to the faculty the progected needs and
. goals of the division.

. o evaluate each facﬁlty member's pragress‘towafﬁ com=.
’ : ~pletion of his/her professional development plan.

..
=3
o

C. 1t shall be the respoﬁsibility @f-eaeh cgordiﬁagor:
1. To provide leadership 4n developing written departmental
goals and projected needs. :




b

travel expense, tuition payments . educational leave, etc.).

‘ 2:‘,[:9 - . i!.

2. To articulate these goals and needs to the divigional
dean.’ : \ :

-

st
. .

o assist the dean through mutually agreed upon means |
n meeting the responsibilities\of the dean as outlined-
in B above. ’ ”

[y

D. It shall be the responsibility of the'administration and
the Board of Trustees of.the college to commit appropriate
resources available to the college in support of_ the. pro-

. - fessional development plans, of the faculty.

. : = : . ,

’ é ‘E. It shall be the responsibility of the president of the

college to provide training and orientation for both the

deans .and the faculty so that such'a system for pfofessional
development may be implemented and annually, improved .
through 'revisions. It shall be particularly important . | tii

LY

‘initially to foster an atmosphere of mutual trust .50 thak '@ ™

féﬂulty and deans may assume these new roles as éoﬁEOTEablf
as possible. o : ; ,I

IV. PROCESS

The teaching faculty members will provide his/her dean with a.
completed professional development form (attached) and schedule a
subsequent professional developnent conference no later than the end

of the fall quarter of each academic year. A professional development
plan will be aggggd-upon at that time for the period of time stated on
the form. The content of the plan must be agreeable to both parties,
Methods of achieving the agreed upon professional development. objectives
need -approval by the divisional dean only if the resourcesof the ,
col-lege are involved (resources may mean release time, reduced load, .

)

I

. I : . : - :
" No later ‘than the spring quarter, the dean will arrange a con-

sultation withfeach faculty member. ' The  latter will report and
evaluate his/her prqgress to date towafd completing the previously
agreed upgnfdevelgpmegt plan.  The dgén will then complete thecw r
evaluation section of the development plan (see attachment) and indi- -
cate verbally t6 the faculty member his/her ‘evaluation of the latter's
profeéssional development. This will be done in conjunction with
examination and discussion of all the evaluation forms concerning
that faculty member., A succeeding .professional development plan
may be initiated gtfth%s time s-also. A'§  _ . ' .

The faculty member may at any time renegotiate his/her pro-
fessional development plan with the dean. Portions of any plan may
be changed, postponed, or.eliminated entirely during the ‘renegotiation.

, ‘Whereas the pfcfgssianal development plan of each individual
faculty member will be ‘unique, there is no way to list all the
possible alternatives for professional development, However, as an

A

i

",

-

04
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atd for the first year and for thasé employed in subsequent years,
the following Is an open-ended list of a varlety of alternatives
(some peneral and some specific) and is not intended to limit faculty

cholces In any way:

1. Farticipati@n in professional organizations and reading
of professional books and periodicals. :

" 2. participation in conferences, seminars and workshops.
3. Conferring with SCC colleaguec and colleagues in other
“rrommunity collepes techniecal institutes, colleges,
universities, ang public schools at all levels.

4. Taking additional coursework (on and/or off campus).
5. Participation in recruitment efforts.
6. Developing objectives.

. 7. Improving knowledge and use of A-V equipment and other
educational. aids.

8. Improving counseling skills.

9. Attending trade schools run by unions and/or manufacturers:

Travel and/or research.

o
<

" Publication.

[
[l

12. Articulation with publié schools and four-year colleges
and universities. '

13. Articulation with businesses and industries.
.- 14, Promotion of cqllege services to the community.
. \ ) _
15. Improving skills in academic advising, advising of student
* groups, etc. ) '

. 16. Improving participation in committee work, etc.

It is assumed that this system for ﬁfafeSSianal development
is merely formalizing and facilitating an already ongoing process.
ment on professional goals rather than on some subsequent 'checking
up" by the dean. Therefore, the evaluation will.be means whereby
the' efforts of the faculty member toward his/her own professional

. The quality control will rest in the process of reaching an agree-

b '

24 1
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be duly recognized. Thus, the only two evaluation
deans are as follows: ’ '

Completion or satisfactory progress toward completion
of the professional development plan.

1

Unsatisfactory progress toward completion of the
professional development plan.

plan may be renegotiated at any time, it 1s assumed
evaluation choice would rarely be necessary.

248
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SOUTHEASTERN COMMUNITY COLLEGE
INDIVIDUAL PROFESSTONAL DEVELOPMENT PLAN

Name:

e — ‘ — —
|
Department: I - -
. T 0 T - T
Current Date: B o For the period from _ to -

Please indicate at least one professional goals from the

following three areas and the methods by which you would like to
reach these goals.

I. Academic competency (knowledge and skills in the area of one's
teaching responsibility). ‘

A. Goals:_ o . _ _ e e

€. (To be filled in by the Dean) Additional suggestions as
te professional goals and/or methods to achieve them:

ﬁ, (To be filled in at the professional development consulta-
tion) Agreement as to A, B, and C above:

t

249
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E. (To be filled in at the professional development consulta-

tion) Agreement as to projected dates to reach goals out-
lined in D above. Place each in the appropriate category:

Shor: range (one year): __ e

v

Long range (two or more years): o o

I1. Methodology (competency in developing student academic awareness
. and/or skills):

A. Goals:_ . - o e

B. Methods: _ . . o _

C. (To be filled in by the Dean) Additional suggestions as to
professional goals and/or methods to achieve them:

(To be filled in at the professional development consulta-
tion) Agreement as to A, B, and C above: =

=

4 — —— e —_ P—

ERIC !
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(To be filled in at the professional development consulta-
Agreement as to projected dates to reach goals out-

Place each in the appropriate category:

Short range (one year): . e

Long range (two or more years): N B

ing, advisement of student groups, committee work, recruitment,

community service, ete.).

i}

A, oal

—
lhy

|
B. Methods: o B _ _ e

C. (To be filled in by the Dean) Additional suggestions as to
professional goals and/or methods to achieve them:

i

D. (To be filled in at the professional development comsulta-

tion)

Agreement as to A, B, and C above:

s
i

ERIC
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E. (To be filled in at the professional development consulta-
tion) Agrecement as to projected dates to reach goals out-
lined in D above. Place each in the appropriate categovy:

IV. Evaluation (To be completed by the Divisional Dean)
This instructor has:

L , ____ Completed or made satisfactory progress toward completion
of this professional .development plan.

Made unsatisfactory progress toward completion of this
professional development plan., (Explanation required in
comments below.) ’ )

Comments: _ , - ’ o o -

D;vlslanal Dean
k ok Kk Kk k %k k Rk k h k Kk Kk K k x k k k k &k k * % k % * ok ok ok ok % X & %

Signature: : Date: ) _ - )

OPTIONAL

Comments by faculty member: o ; R -

! o B B 77 ) * - i - ) i S B ]
= - iog / 7 T - - — o -
—e - - e — L - o — —_—
|

“Faculty Member

O

ERIC
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Indtructor_

o

FACULTY EVALUATION
SUMMARY

Year ’

I. Itemized Evaluation

Category

_Student Evaluation

Supervisor
Evaluation

Professional
Development

Non-Instructional
Activities

=
i

Rating

atisfactory Upsa;isfactqu

| o

Meritorious

Overall, I rate this instructor as

Satisfactory _ _ 7Uﬁsatisfa§tary

[#]
L

nature

-

(Divisional Dean)

]
\ul



PROFESSIONAL DEVELOPMENT PLAN

Process

1. Develop an individual plan for professional development to include
Summer 1976. (If you wish to then wmake more specific quarterly
plans please do so.) '

Meet with other members of your cluster (i.e., groups from staff
meeting on October 3) and SDC Dean during last week in October
for two hour review and discussion of plans, v

[P

3. Meet with cluster and SDC Dean during second half of winter and
spring quarters to review progress and discuss alternatives. -
Publish minutes of these meetings for our files and for our use
in the 1975-76 annual report.

4. During August, 1976, develop new professional development plan
for use during the following year.

Components of Plan ’ ‘ y
1. Objective(s) you plan to accomplish

' a) Include competencies and/or bodies of knowledge needed
' b) Relate objective to present and/or projected functions

2. Methods (learning experiences)

a)_ Include description of learning experiences which are both
available and appropriate to accomplishing objectives

b) When appropriate include information related to time away
from campus, special requests or needs related to learning
experiences, etc.

3. Evidence

a) Describe the evidence you will accept as verification that
your objective(s) has been achieved

b) Please be realistic and specific in.identifying acceptable

A evidence -

¢) Note the need for the involvement of others in your
evaluation whenever appropriate

. 254
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FACULTY EVALUATION
SUPERVISOR RESPONSE FORM

Instructor: . - ___ Academic year:_

oy

I. Teacher Performance Checklist

irections: Listed below are performance statements which represent
e kind of things the supervisors might observe members of their
faculty doing. Read each statement and if you definitely remember
having observed it to occur on the part of the faculty member being
rated, then place a check mark to the left of the statement. If you
do not have direct knowledge of it, then do not check the statement.

el !
i

1. Répeatédly used examinations inappropriate to the

;1
2. Displayed unwillingness to participate in committee work

o or other activities aimed at improving Southeastern.
3. Took extra assignments related to teaching program of

department.

4. Caused students to complain because of his inaccessability.

5. \Agreed to departmental teaching policy in staff meetings
and then ignored it. .

6., Worked well with others in Qoméieting assigned projects
not directly related to classroom teaching.

7. Worked well toward extending the services of the college
into the community. '

8. Informed studenfs well in advance what was expectefl of them.

9. Allowed outside interest to deter teaching effectiveness.

___10. -Took advantage of opportunity for educational leave.

11, Engaged in actdivities flagraﬁtiy detrimental to the best

7 interests of students of the college as a whole.
- 12. Used student evaluations to improve classroom performance.

13. Disglayéd distain for remedial level teaching.

14, Part
meetings, when these did not conflict with classes.

255 | :




15. Took the position that a student has no right to question
a grade.

16. Used own initiative in self-improvement (prof. development)
and strived to improve teaching ability.

17. Maintained office hours aé posted.

18. Received favorable comments from former students concerning
‘his teaching.

19. Exhibited enthusiasm for program and subject area.

20, Exercised care in completion of reports and records and
submitted them on time. : !

21. Allocated unreasonable time and effort to other tasks in

o

lieu of teaching responsibilities.
22, ( .

23. Revealed a willingness to experiment with new methods in

B the classroom to stimulate the student.
. 24. Attended relevant workshops and conferences.

£ ,
25, Frequently failed to meet class. o
26. Exhibited poor rapport with fellow faculty members.
27. Displayed inability to establish rapport with students.

28. Enforced unrealistic grading standards resulting in

o excessive failures.
) _____29. Volunteered for extra work with students,

30. Met classes on time.
31. Effectively carried out a@miﬁistrative directives.

32. Other

II. Summary of Evaluation from Teacher ?erfurmance Checklist

I raté Eﬂis instructor. as:
Meritorious (explanation’'desirable in ;Dmments below)
Satisfactory A

B Unsatisfactory (explanation required in comments below)

25
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Comments: , ) — ~

Divisional Dean

* kK kK kK ok Kk k% ok k k k k k k kX % %

i
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EVALUATION OF ADMINISTRATORS .

Evaluation of

Evaluated by ”7; Math & Science Faculty; Business & PUbllL
Service Faculty; __ Engineering Technologies Faculty; _ -
- Humanities & Social Science Faculty; " Division Chairman or

Director, Instructional Division; Student Services Staff;
_Dean or President; __ 5GA

Rate each statement by placing numbers 1 to 5 or O if not observed.
1-Poor; 2-Fair; 3-Average; 4-Good; 5-Excellent; 0-Not Observed

This administrator.....

1. Seems to be WEll prepared for his assignment
2. Seems to like hid work.
3. Compares favorably in use of admiunistrative skills with
others with whom I have worked.
bisplays positive leadership qualities.
Is tolerant of the opinions of others.
Carefully follows the procedures as outlined in the Manuals.
Is a pleasure to work with.:
Can be depended upon to do the job.
Requires reports and meetings as necessary for the
administrative needs of the school.
710.° Maintains close contact with the faculty appropriate to
his role.
11. Makes me feel free to seek information or other assistance
from him. '
12, Seems to weld the staff into a unity with well-defined goals.
13. Uses democratic procedures.
14. Seems to employ capable personnel.
15. Makes reasonable efforts to retain personnel.
16. Seems ‘to welcome additlanal responsibilitles.

WO D0 s~ I P

q

sincerely -

18. Does not display unwarranted favoritism to some subordlnates.

19. Is just and considerate in criticizing subordinates.

20. Counsels and evaluates subordinates when necessary.

21. 1s just in discharging subordinates,’ if necessary.

~ 22. Contributes to positive staff morale within his area of

' responsibility. .

23. Contributes to the purposes and plans of the organization
which he serves. , T

24, Supports those who work with him when he should.

25. Has an effective ability to “speak.

26. Has an effective ability to write.

27. 1Is neat and well-groomed,

1s cansiderate of the wcrk loads and time of chers,

_30. Mya be Enzrusted with ganfldantial informatian.e

1
o0

2,:



STAFF DEVELOPMENT AT A LARGE INSTITUTIDNl

Muriel Vollum
North Carolina

At Central Piedmont Community College the staff development
activities are decentralized, with each major area (college transfer,
etc.) determining its own staff development efforts. Therefore, in
my position as Director of Educational Development, I do not have
responsibility for college-wide staff development like many of you,
rather I plan and conduct those in-service activities that relate to
instructional development. I have been asked to take about some of
our in-service staff development and, particularly, to include a des-
cription of the smargasbafd" warkshap I conducted at one of our

fall faculty conferences: - TR e e e

SMORGASBORD WORKSHOP

Our fall faculty -conference two years ago included a series of

~optional actdvities from which the fatulty could select whatever com-
bination suited their interests. I was asked to plan some type of
workshop either on behavioral objectives or-individualized instruction.
The participants would be available for about 80 minutes;* I was to
repeat the workshop five times to accommodate everyone in the space
available. I was working with faculty members who ranged from knowing
almost nothing about objectives or the "how-to" of individualized
1nstructlan to some wha had done ransiderable development wcfk and

abaut ; , . » ;

I concluded ‘that with these constraints,. my best solution was

to "practice what I pfeached and set up a workshop that would lend -
itself both to self-pacing and to individualized, selfaprESCEipEicn
so that thase coming in could do what they wanted to, when they
wanted to, and fop whatever length of time they wanted to. By con—
verting a large office into a gmall "theatre'; utilizing the dial
access carrels in the hall outside; and setting up an adjacent class-
room with several slide projectors, filmstrip projectors, .and a

-/ reading area, I was able to offer a variety of both pring and non-

) print resaurfes\ each organized into one of seven categaries of
interest and annotated,in the handout the staff received when they
arrived The cover sheet of the haﬁdout was -as follaws. es

l1n James 0. Hammons (Ed.), Proceedings:- The Conference on Ques-’
-tions and Issues in Plannlng,CommuniEy Ccllege Staff Develapment Pro-
grams, July 1-3, 1974, University Park, Pa.: Center for the Study of

Higher Educatlgn, The Penﬂsylvaﬂia Sta?e University, June, 1975.

232
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Smorgasbord Warkshcp

szelcame to "A Smorgashord Approach to Individualized

Instruction!”" While you are waiting for the workshop to
‘begin, you may wanf to start looking over this '"menu' so
that you can decide what activity or activities you'd like
to spend your time on. You can just try an appetizer and
leave early, have a whole meal and stay until the end of

i this session, or~-if you don't have enough time to_do every-
thing you want to do-=-come back for a second helping at any
later session for whigh tickets are still available.

‘ This 1is.a EElf 1nstructianal workshop with a variety

of passible activities:

A Syscematic Approach or Individualized Instruction
in General
Behavicral Objectives
"Objectives Dealing with Attitudes (Affective)
Use Qf Media
Evaluat;on
Revisian PtGEESS

i

" Each subject categary iﬁ;the haﬂdbaok offered a variety of
activities similar to this sample from the offerings reiated to
behavioral objectives: -5

Behavioral Objectives

Room 126 See slide/tape . "Instructional Objectives" (Insgroup)
program Part 1 concentrates on objectives |,
~ - for the classroom, Part 2 shows
how these relate to the organi-
zation's objectives. This is
probably one of the best ways you
could spend your time if your ,
interest lies in this area and you
: - , feel you are not an expert yet., =
: (40 min. for both parts; inter- .
mission after Part 1.)

&

' Hallway Work through A Pfogrammed ‘Lesson in Objectives -
' s Writing" (Chapter 3); a quick,
easy way to get the fundamentals
if you are a beginner.” You may
work right in this book and take :
it with you. . '

-Selféinstructicnalabaﬂklet;
‘YInstructional Ends" by Renee

=

.
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agcott. Good basic foundation

: Mager's little book "Preparing
o ' ‘ ' Instructional Objectives"; the bible
- . ' on objectives! It's programmed, '
v . quick to go through, and gives you
' X the basics,
Booth 8 Listen to . "Instructional Objectives"
(Holds, cassette : caggette. Side 1 explains what a.
12-3) ' S behavioral objective is, where
) ‘ they come from, and why they are
_ useful. Side 2 deals with argu-
o " ments against objectives.

Dbjéﬁtives for Classroom Tnstruc-
tion" by Norman Gronfund. :
Practical quick, easy.

" Hallway Read ‘ Small book, !'Stating Behavioral

Artizle, "Prabing the Validity of

) : Arguments agsinst Eehavioral

» : ‘. Objectives." 1If you're bothered
by the whole business of objectives,
this may answer some of your doubts
- (or give you some new arguments you
hadn't even thought of!) You may

* take a copy 1if you like.

Booklet "Instructional Objectives"
by Harty and Monroe. , This self-
instfucfﬁanal booklét accompanies
\ . the Inegroup film program but is

: intended for those who want more
advanced principles and more depth.

Room 113 wark through "Analyzing Learning Outcomes"
filmstrip/tape (Vincent) deals with prerequisite,
pfagfam : . subtasks or en route objectives

e h and terminal objectives and pro-
" wvides practice in sequencing these.
(Be sure you have accgmpanying

\ worksheet, )
Room 112 Sce exanmples Faur—valume set by subject area,
' (browsing published by Westinghouse (divided
table) by primary, intermediate and
' * . gecondary, but many still useful

for community college).
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Subject booklets published by
Instructional Objectives Exchange,

much more specific than Westing-

house, with sample test items ,
1ncluded /

Examples of ijEGEiVéS in the
various courses displayed.

The participants then could determine from the handout which
activity or activities they wanted to select and whether they wanted
to concentrate on one area or explore several within /the time avail-
able ~ Some returned for more than one session so they could pursue
sevéral activities. The workshop proved to be very successful and
the faculty seemed to find it. a refreshing change from the structured

"all-do-the-same-thing' approach which they had expécted.

The result of this smorgasbord workshop has been to extend the
basic concept of that activity to a permanent siEe/in the LRC where
faculty can come at any time on their own and use g variety of self-
instructional resources related to instructional jimprovement. We
have designated a corner of the LRC library area as the TLC, which
stands for Teaching-Learning Ccrner, where we have organized the pro-
fegssional library books from the library collection; a wide variety
of cassettes, filmstfips, slide/tape programs, etc; and samples’ of
modules of programs in as wide a variety of courBes as we can collect. .
We maintain an annotated description of all the fresource materials in
the TLC with enough copies for any faculty person who desires one.
On the bulletin board we maintain notices of conferences; copies of
interesting articles, newsletters, etc. There aEe easy chairs for
redding and a large work table, with two listeni g tables nearby
that wil®l accommodate 20 earphones. We also use|the area for small
informal in service activities which we hold app oximately every

? three weeks. These sessions last for an hour and|\ range over many
' subjects. Some of the titles from,this past yearls listings are:
The Use and Preparation of Transparencies, Our Handicapped: Impli-
cations for Instruction, Student Feedback: How to'\Get It and What
to Do with' It, Coping with Reading Problems, The Csmpus Without
Walls Concept, “and Use of Our Computer far,TEsting,\; :

2%) OPEN-LAB WORKSHOP: PREPARATION OF SELF INSTRUCTIONAL MATERIALS o
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individualized .instruction in a live presentation with transparencies
(This proved to be one of the most productive aspects of the work-
shop), presented the rationale behind it in a slide/tape presentation,
explained the open-lab procedures for the workshop, and distributed
the first.unit of the self-paced materials we were using for teaching
the techniques of a "systematic apprcach " Each participant developed
a module throughout the course of rhe week; working at ‘his own pace
either in the workshop room or at a place of his choice. The room
was staffed continuously for individual help, and coffee and donuts
were available in the room. Additional optional activities were
posted for each day (films, discussions, etc.), but we found that
only a few participants found the time to ‘go beyond the basics of
working through the units and developing their own module. The group
met as a whole for two additional large group sessions; the rest of
the time they worked on their own or with peers or staff consultants.
Although the week was a busy one for faculty, they worked very hard
and enthusiastically and evaluated the wotkshop very positively.

One of the most valuable aspects of the week was faculty experience
in self-pacing as learners. Many commented that had the workshop not
been organized in the fashion it was, they would not have been able
to juggle registration, department meetings, etc., and simultaneously
participate in this in-service activity. Probably the greatest weak-
ness in the workshop was that we assumed too much in the first
sesslon and failed to do adequate orientation to the workshop as a
self-paced, open lab activity. While we were able to correct this
quickly, I recommend that anyone conducting this type of workshop for
the first time allow plenty of time for orientation and directions

to make sure that everyone understands what they will be doing and
how. We have learned that teachers as learners are really not very
different from our students as learners==they need and deserve the
same consideration, guidance, and careful directions!

QUARTER-LONG COURSE IN EFFECTIVE COMMUNITY COLLEGE TEACHING
The most extensive in-service activity we have undertaken was a:
quarter-long course conducted this past quarter entitled "Effective
Community College Teaching.' -The -course Consisted of 10 weekly meet-
ings and was designed both to provide an opportunity for discussing
izzues and developing positive attitudes toward such concepts as the

development of skills for EffEEtiVE ;eaching Each pSftiEipaﬂt‘iﬂ :
the course was gilven a personal copy of the book, "Toward Instructional
Accountability' coauthored by Barton Herrscher and John Roueche.

Five of the classes were focused on the follcwing topics.with appro-
priate readings from the book assigned for each: (1) rationale for
change, (2) innovative instruction, (3) the concept of learning for
mastery, (4) special learning needs of the community college student,
and (5) evaluation of student learning and instructional programs.
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Dr. Herrscher participated in five sessions in which each topic
was dealt with in informal discussion. The additional five classes
were devoted to such topics as evaluation and testing, affective
objectives, use of overhead projector, and systematic approach
utilizing a variety of activities including small group work, optional
discussion groups, and hands-on expeflénce Each participant was
provided with-a list of suggested optional activities arranged by
categories and annotated, and urged to prescribe their own program
in consultation with the staff to accommodate their widely varying
degrees of background knowledge. Again we found that the competing
demands on the time of a.faculty person made it unlikely for them to
find the time and self-discipline necessary to go beyond the minimum
in a noncredit course.

In addition to these activities, those persons who had not
already been through a workshop on the systematic approach were given
the self-instructional materials used in the "between-quarters' work-
shop and encouraged to develop a module of their choice. Several
faculty members completed this on a self-paced schedule with indi-
vidualized help from the staff. Again, we found that one of the
real values of this type of inssefyice'activity is the learning the
faculty person experiences when cast—-often for the first time--in
the role. of a learner in a nontraditional enviromment. Many commented
on this: and one instructor, as part of the anonymous evaluation of

the course, wrote: -
The course has been very helpful ‘so far.. It is evident that
you and your staff have devoted a great-deal of thought and
energy to make it pertinent. My problem, I think, is that

1. have not learned how to '"take'''a course that has no negative
motivators such as recitations, tests, ete. The absence of
such prods-encourages me to procrastinate in the readings, -
for example. This is beneficial because it is helping me
understand my students' point of view toward what they may

see as an unstructured learning situation, !

This past year we asked for volunteers from the faculty to serve
as an advisory committee to educational development, particularly to
work with us on planning and evaluating in-service activities. A
good representation from a variety of departments responded and we
‘are about to form a new committee for the coming year. We hope we
can involve this new committee even more actively so that they assist
in many of our staff development efforts, thereby bet er utilizing:
the expertise that many of our faculty now have and ¢an share with
their peers.

[



THE PREPAR..TION OF TWO-YEAR COLLEGE TECHNICAL
INSTRUCTORS AT THE UNIVERSITY OF AKRON .

Michael N. Sugarman
"John Charles , ]
" Ohio : ) | e

The récent and rapid development and growth of two-year colleges
in the form of community colleges, technical institutes, technical
colleges, state general and technical colleges, university branches,
and university community ‘and technical colleges, with a multitude of
technical education curriculum and courses, has created a critical’
shortage of properly trained technical education instructors.

The present source for technical education instructors covers a
wide spectrum. These sources range from highly qualified and experi-
enced professional and technical personnel in industry, commerce,
‘engineering, and nursing to those who have received their training in
professional education in the areas of business education, vocational
education, and industrial education. A significant number of retired
armed forces technicians and public service (law enforcement, etc.)
personnel have also been recruited. Very few instructors have been
specifically prepared for teaching careers in post-secondary technical .
education. The University of Akron is the only institution in Ohio
presently engaged in a specific program for training qualified
technical education instructors. ;

, . The educational preparation and the attainment of the post-

secondary instructor spans a wide range and cannot be generalized

at a specific level. )
It is generally recognized that the educational standards for

the employment of the technical education faculty differs from that

of the academic faculty. This is frequently dependerit upon the

supply and demand of the marketplace and the belief that occupational

experience is usually of greater value to the technical instructor

than the attainment of ‘a mastey's degree in a distantly related area.

Graduate programs in many technical specialties are simply nonexistant.

: . THE \MODELS *

" It is possible to hypothesize several variations of models for
the preparation of technical instructors. The ongoing Bach%lar of
Science and Master of Science programs in Technical .Education at
The University of Akron are but one example of an existing model.

 Unfortunately, four or five years of full-time education is not
_ necessarily the most practical model to meet the immediate state=-wide
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faculty and staff needs of Ohio's 52 two-year campuses which offer
programs of technical education. Last year alone, technical college
enrollments grew approximately 25 percent. The demand for an
increasing number of well prepared instructors is obvious.

Priority VI of the Ohio State Plan of Action for 1972-73 Voca-
tional Education Personnel Development was the basis for the develop-
ment Df this ptojéct Priarity VI feads as féllaws "To identify,

far prEpar;ng 1nstruc§grs far Eechnical.educacion programs in
technical institutes by July 1, 1973." .

“The  University of Akron, with well established ‘undergraduate
and graduate degree programs in technical education teaching was
selected to develop a short-term teacher education model,

The overall objective of this proposal was the development of a
model for ‘technical education teacher training, a demonstration of
that model over a period of approximately one year for thirty new
technical education instructors, and the evaluation of ﬁhe\madelg

MAJOR COMPONENTS
Phase I: The Debelgpmen; and conduct of an intensive three week
pre-service institute fgr thirty newly employed or first year tech-
nical education instructors from the northeastern regions of Ohio.
GENERAL OBJECTIVES

.1. To understand the role of the two-year college and technical
institute as an institution; history, status, philosophy,
and organization. :

2. To understand the characteristics and needs of the two-year
‘ college and Eechnical instituce student.

3: To" understand the role, problems, and needs of the faculty
in the two-year college and- technical institute.

4, To understand the various curricular gampanenﬁs of the two-
year college and technical institute.

5, To develop skill in the utilization of ﬁeaehing methodology
and educational technology.

Phase II: The development and conduct of two weekend follow-up
seminars for the purpose of in-service téachef education for institute
participants.
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GENERAL OBJECTIVES
1. To identify and treat common problems of new instructors
2. To increase teaehef effectiveness in ehe classroom.

3. ‘To evaluate the participants of Phase I, evaluete theif
progress, and provide follow-up instruction as needed
during the weekend seminars.

PROCEDURES .
;;, R N
This project provided the oppurtunity for representative per-
sonnel (new instructors) from many two-year institutions in Ohio to
share a common experience. Selected staff from both the State Edu-
cation Department and the Ohio Board of Regents participated in the
institute. Lecturers were selected from several major universities
as well as from within The University of Akron. The model developed
as a result of this project was disseminated widely to other insti-
tutions and all states. A /

THE PRDGRAH
Phase I was conducted at The University of Akron, Akron, Ohio.

This was an intensive three week program for newly employed technical
education instructors in post-secondary instituticns.

"
n

Studentsvenrollee for a toeal of six hours of credit for ehe
institute. There was no charge for tuition. e

The motning sessions met from 9:00 to 12 noon each day for formal:
presentations, lectures, and discussions, while the afternoon sessions
met from 1:00 to 3:00 p.m. each day for laboratory,activities involving
micro-teaching, curriculum development, the preparation of instructional
materials, and experience in the utilization of audio-visual equipment.

Late afternoon and evening hours were unscheduled so thet the

pafcieipents weuld be free to utilise the ex;ensive facilities of the

' Phase II coensisted of two weekend seminars for the participants
of the institute. The first seminar was scheduled during the Fall
quarter, while the second seminar was scheduled during the Spring
quarter. Specific activities were developed as needs of the partici-
pants were identified. Each seminar included ten contact hours in
instruction. » ,
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FIELD EXPERIENCE

Field experience as such was conducted at the institution at
which the participant was employed. The participant was supervised
by the Dean of Instruction and by his Department Chairman or other
appropriate institutional personnel. Evaluations were submitted to

. the Institute staff by the, participant's supervisor.

TECHNICAL EDUCATION INSTITUTE - Phase I - Three Week Program

l.. The Two=Year College and Technical Institute

A. Place in education, history, growth, and development

. \m\

Two-year colleges and technical institutes in Ohio

C. The philosophy, role, and mission afgtwa=year'institutions

=

D. Organization and administration )

2. .Charagteristicslaf Two-Year College and Technical Institute
Student :
A. Why he attends
B. Who is he?
C. épezial needs

D. Disadvantaged students

[

Student Personnel Services in the TwaeYeaf=College and
Technical Institutes ’ : ’

A. Counseling services

F

B. Student activities

C. Placement and follow-up

v»4. Characteristics of Two-Year Céllege and Technical Institute
Faculty’

%

]
A. Why he teaches in the two-year institution 7
B. Who is he?
C. Problems and concerns of new teachers




5. Professional Concerns

A. Evaluation of teachers.

B. Ethics in the classroom and on the campus

f gional assac1atiﬁns

C. f

W-U\

D. Legal responsibility
6. Curriculum

A. Instructional programs in twcs§ear colleges and technical
institutes ’ t

B. Current devélopments
C; The rale_of advisory committees
7. Teaching and Learning |
A. Instfﬁcticnél systems
B, Teaching by objectives
C. Instructional methods
D. Instruéticmal materials

E. Instructional technology

valuation and testing

Fi

=3

8. Skill Development -
/ v : -
Afternoon sessions were devoted to micro-teaching, the use of
A-V hardware, the preparation Df instructional materials, and
currigulum development. .

/
PARTICIPANTS

The institute was limited to, thirty participants. The partici-
pants were nominated by their emplgying institutions., The institute
was designed for newly employed and first year instructors of
technical education from the two-year colleges and technical insti-
tutes of Ohio. First preference was given to instructors teaching
in approved programs (programs approved and funded by the Diviaion
of Vocational Education). Final Eelection was made by the
institute staff.
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Participants were expected to attend Phase I at the University
of Akron, to attend two weekend seminars during the academic year,
and to participate in the evaluation of their experience.

CEITERIA FOR ELIGIBILITY OF PARTICIPANTS

The paftlclpants were expected to be eligible for employment in
a post-secondary institution in Ohio to teach ' in one or more areas
of technical education. The participants were nominated by their
emploving institution, therefore, conditions of work experience and
educational background, in effect, were determined by the employing
- institution. .
v - /
Participants enrolling for academic ¢redit were expescted to
meet the requirements of the University of Akron.

INVOLVEMENT

The institute staff developed the proposal only after careful
consideration of the recommendations ‘of the Division of Vocational
Education, the Ohioc Board of Regents, a statewide advisory committee
representing technical education in Ohio, and several consultants.

ASSESSMENT AND EVALUATION

(1) Assessment and evaluation activities were incorporated into
the institute., The participants were expected to assess each day's
activities on a day-to-day basis so that the staff could immediately
correct any deficiency in the content prcvided during Phase I.

The immediate supervisor of each participaﬁt was expected to
complete an evaluation at the end of the project.

THe participants were alsa expected to evaluate the institute
at its conclusion. '

i

(2) The extent to which the stated objectives had been achieved
were evaluated by the participants, their employers, and the institute

staff. Evidence was to be assessed through micro-teaching, classroom -’

evaluation by supervisors, and self-evaluation of the participants,
‘and the degree to which the following outcomes had been achieved:

e

A. Thirty instructors prepéred to teach technical education
at the post-secandary level.

B, A final report containing an evaluation of the project and
a model for technical teacher education. :

C. A monograph or guide on "Teaching in Technical Edu;atiﬂn
for new technical instrustars : . .
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(3) The above factors were fully assessed as the staff developed
a model for technical education teacher education.

The evaluation of the model by the participants, their super-
visors, an outside consultant, and the Institute staff indicates that
the model developed as part of this project, (with slight modifi-
cation) if expanded and repeated, could go a long way toward meeting
‘the immediate demand for qualified instructors in Ohio.

The following topics of instruction were supplemented with
laboratory experiences in the preparation of instructional materials
and praatlca in micro-teaching skllla.

/ 'l. The learning naada of the disadvantaged atudaﬁt

2. An iﬁtfaduation to vocational and technical naada

Adult learning applied to the two-year college _

[

4. Individualizing instruction

5. Instructional system

6. , Teaching by uaing_bahaviaral aajaativaa

7. Teaching strategies and methods

8. Characteristics of the middle level working technician
9. Characteristics of the two-year college

10. Gﬁafaataaiatiaa of the two-year aallaga facuity

11. ?rafaaaianal aduaafiaﬂ associations , \'

12, Micro-teaching |

13. !Viaual inatauatian | ' E .
14. The Ohio Association of Two-Year Callagaa

15;1 Two=-year aallaéaa in Ohio |

16. Problems, issues and recent developments in technical
education ’

17. Legal responsibilities of inatruatcra and professional
ethies on campus : «

18. Flanaing for instruction and curriculum development
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\
19. St dent personnel services
20. Tﬁe instructor as a counselor
21. Testing, evaluation and grading

22, Administrators' view of faculty and their evaluation
of féculty
CGﬂEldétable advance plannlng is critical to the success of the
model. Since new instructors are frequently not employed until
late in the summer (or the week that classes begin) it would seem

‘that several different models are really needed 1) a pte -gservice

(similaf tc the pregent mndel), 2) an in- servige modeL develgped

_for new instructors employed too late to attend,the pre-service

program; 3) an in-service model for present instructors who have
not been prepared in professional education; 4) a long-term model
designed to prepare instructors through a regular four-year college
teacher education program designed for this purpose; 5) an advanced
undergraduate or graduate model to up date experienced instructors.

As judged by the supervisors of the participants of the present
model, the model was of benefit to all participants. All instructors
were rated as "equal to' or '"better than“ most instructors (59%
"hetter'). L .-

\;\
I of the model and fael,that the number of Eapics and Speakers
should be limited to provide the opportunity or extended partici-
pant interact'on. Micro-teaching was perceived to be of much value
to the partic: rants. The model was perceived as having value by all
participants  '1%Z "much value"). :

WAen askec to consider variations in the model, the participants
favored] the piesent mix of institutions, technology fields, and
geographic areas, - \ : . J

Future models shauld cunsider the recommendations Qf the partici—
pants that: :

e

-1, Tha institute shaulﬂ pravide cnnsultant services Ehroughnut
" the year by phone and mail (84%). ) I

. 2. The institute should pruvide a visiting professor in the
field (847%). | Co I ¥

3. The institute should provide short seminars at the
participant's college (78%).

4, An advanced institute should be planned for the present
participants (947%).

. 22



Many participants felt that,administtézars of post-secondary
technical education also would greatly benefit through. participation
_in a variation of the model (this suggestion was volunteered by the
participants). \ ' ' _

o . .

While-the present model seems to be more than adequate for the

purpose for which it was designed, the staff recommends additional

experimentation and evaluation incorporating the above suggestions. :
The staff dlso recommends that serious coasideration be given to the
long range development and evaluation of a performance based N
instructional model designed specifically for post-secondary technical
education instruction. The complete report has been published by

ERIC as publication ED 085 502. ; ; .

THE DEGREE MODEL

The associate degree graduate may continue his education through
two distinct routes at The University of Akron. The student has a
choice of the Bachelor of Technology program offered through the
Community and Technical College or the Bachelor of Science in
Technical Education offered through the College of Education.
Graduates from either one of these programs may then continue on to
earn a Master of Science in Technical Education in the College of
Education (See Figure 1). '

The. Bachelor of Science in Technical Education (B.S.T.E.) was
daveloped to prepare occupational education instructors for -post-
secondary institutions, two-year colleges, technical institutes,
and industry. Some graduates have also found teaching positions in
police training academies, hospital schools of nursing, occupational
therapy training programs, and industrial training programs.

The program leading toward the Bachelor of Science in Téchnical
Education is designed to admit the associate degree technical
graduate from any acéredited two-year college in the broad technology
areas of allied health, public_service, home economics, agriculture,
business, and industrial and engineering technologies without loss

of academic .credit. o : ;

The B.S.T.E. is_,designed around a technical content of 76-89
quarter hours afgiﬁdividually‘pfaggammed‘teehnolggy related courses,
 52-65 hours of géneral studies, 29 hours of professional education
designed to prepare the student to teach at the two-year college
lével, '16 hours of electives, and 6 hours of related occupational
experience (See Figure 2). -

Inéluded within the professional education component is a block
of 8 hours of student teaching and a seminar in which the student
has the opportunity to function as "an assistant to the professor"
in a two-year college or technical institute,
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Eﬁ@thér'highly successful program is the Master of Sciéﬁca‘iﬁ
Technical Educltion in which the technicdl graduate student may - S
prepare for a two-year college. pogftion in curriculum and super- '
vision, guidance, or as a master teacher in one of the Eechnlcab
subject matter areas (gee Figure 3). .
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Requirements for the Bachelor of Scie mee in Technical FdUPatian

A. General Studies Requirements (52-65 qtr. hours*) ]
English Composlition qtr. hrs. ‘
Effective Speaking qtr. hrs. !
Institutions in the U. §. qtr. hrs, |
Physical Educat thn qtr. hrs. |
Types of Literature qtr. hrs. f
Eastern Civilizations qtr. hrs. i
Western Cultural Traditions 12 qtr. hrs,
Senior Seminar ' qtr. hrs,

OB IR RS S B G WD SN oo

General Psychology qtr. hrs,
Mathematies qtr. hrs,
S5cience ' qtr. hrs.

B. Technical Content Requir;ments (76-89 qtr. hours¥*)
The technical content courses are defined as courses in 'the tech-y
nical specialty and those related courses in mathematics, physical
sclence, and related technical sclence. The specific courses
required in the various terhnalngics will be determined coopera-
_ tively between the College of Lducatian ind the Community and
1 - Technical College.

C. Professional Requirements (29 qtr. hours)
Human Development and Learning 4 qtr. hrs.
Postsecondary Technical Education 3 qtr. hrs.
Instructional Techniques in '

Technical Education 5 qtr. hra.
Course Construction In Technical

Education 3 qtr. hrs,
‘Problemg in Education 4 qtr. hrs.
Student ,Teaching 6 gqtr. hrs,
Seminar in Student Teaching 2 qtr. hrs.
Elective in Education 2-4 qtr. hrs.

D. Occupational Experience (6 qtr, hours)

Occupational Employment Experience

and Seminar 2-6 qtr. hrs.

E. Elegtives (16 qtr. hours)
These hours may support the student technical field of speciali-
zation, add to the student's general educati@n, or profecssional
education courses.
TOTAL: 192 credits

*Since most technical education programs far exceed the general studies
requirement of 13 quarter hours, math and science related to the
technology is substituted.. Howeyer, if the technological program does
not include courses in Lthe areas, the general studies courses are
quUifEd . : '

Figure 2 »
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A. Core Courses . . . + + =« + + + + +

" Comprehensive examination required. No thesis.

REQUTREMENTS FOR THE DEGREE OF MASTER OF SCIENCE
IN TECHNICAL EDUCATION , N

13 credits

Philcamphi;é of Education 4
Behavioral Bases of Education 4
Techniques of Research ' 5

B. Professional Technical Education . . . . . . . . . 11 credits
Postsecondary Technical Education 3
Instructional Techniques in Technical Education 5

Coursc Construction in Technical Education 3

C. Field of Specialization (DnL option is selected) 13-14 credits
1. TaacthE Option: An approved schedule of technical courses
solectad from the offerings of The Graduate School. Course
gelections will be determined on the basis of the student's
academic and prcfessional background. Application required.

2. Guidance Option A (Must be followed in sequence) 17 credits

The Interview 3
Counseling: Theory and Fhilos@phj 3 .
3

Techniques of Counseling

Group Counseling 3
Practicum in Counseling 5
3. Guidance Option B (no sequence) : 14 eredits
The Interview 3
Career Guidance: Theory and Practice 4
Student Personnel Services in Higher Education 3
 Evaluation and Diagnosis of Learning Problems 4
4, ;Cufficulum and Supervision Option . 14 creddits
Principles of Educational Supervision 5
Principles of Curriculum Development 4
Elective in Curriculum or)Supervision 5
5. Home Economics (See Graduate Bulletin)
D. eaching Internship: Students that enter the program without

eaching experience are réquired to take a teaching internship
at a cooperating two-year instirutian.
Internship Teaching . . . . Application required. 4 credits

E. Elective: These hours may support the student's field of
. specialization or add to the student's general ed., or pro-
fessional ed. COULSES . « « 4 « & & + & o + & &« & O= lD credits
- .

TOTAL . . . . 48 credits

Figure 3
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A STAVTF DEVELOPMENT PROGRAM
DEVELOPED BY THE WILLIAMSPORT AREA COMMUNITY COLLEGE

E: nd A. Watters, 111
Perinsylvania

To resolve deficienclies and encourage the growth of a strong
staff development program at WACC the following recommendations have
been made by members of the Staff Development Committee. Some may
lend themselves to immediate implementaticn, some may not.

COLLEGE WIDE

Responsibilicy/ Primary responsibility for professional staff
Primary development should become part of the job des-

criptions of the Deans of Postsecondary and
Secondary Instructional and Student Services.

The rationale behind this statement is that all
faculty will be involved in development programs.
The Assistant to the President for Employee
Relations should assume primary responsibility
for the classified staff only.

Regponsibilicy Secondary regponsibility should be assumed by the
Secondary Staff Development Committee and the Assistant to-
’ the President for Research and Development. This
Committee can present program proposals and
‘assist in the planning, implementation, and
evaluation process. ,

Continuiug It is recommended that current provisions for
Current staff development either by Board policy or con-
Activities tract be continued. (Sve negotiated contract.)’

The College President should designate responsi-
bility for programs for trustecs and administration.

\s‘ ' . UPGRADING SKILLS AND INSTRUCTIONAL TECHNINOUES

1A "Volunteer. As questionnaire response identified several areas
Workshops in which the staff express< 1 Interest, the follow-
ing approsch to in-service work allows for a broad
range of tﬁpicg A team of full-time "internal
consultants" selected by the Deans should work with
those assigned responsibility for staff development
to design modular workshops for the staff. This
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1

Upprading *
Technical
Skills

o=

Apprentic

ship Praograw

project should be orpanized during a summer and
the Internal consultants should be compensated’
for their work. The modules can be divided Into
ten pods (the Miami-Dade apprroach) offering a
cholee of staff development subjects. These pods
might involve & commitment of six to ten hours

for study, demonstrations, and discussion. Based
curricuelum development, instructional techniques,
drafting of behavioral objectives, community
college policy, goals, and objectlives, ccoperative
effort between the College and the area it serves,
nse of learning resources, cete.  Staff may select
those pods mest beneficial and relevant to thelr
needs.  The Committee decided that the workshops
should be veluntary: After the firat expericoce
with them and after evaluatlon, it may be appro-
priate to offer in-house credit applicable to the
point svstem for one module of work; one module
might consist of three pudsi These workshops lend
themselves to varlous schedules; they might run on
a dav destgnated in the calendar for staff dovelop-

ment.

Responsibility: Deans and Staif Development
Cost: 52,000

The Colleye should subsidize taculty who would
henefit from Ingtitutes or short courses. Sovrces
for such courses might include General Motors
Training Centers, Bendix Corporation, Caterpillar
Tractor Company, and the Graphic Arts Technical
Foundation. Currently, travel funds are being

utilized.

Legponsibiliety:  Deans .
Cost: 55,000 anunually

v apprenticeship program is recommended for the
first semester of employment. A master instructor
within the division would serve as a guide for new

st.i{{. He would cohserve and »ffer counsel on such
matters as {nstructional technique and College
policy. The program should be structured. Master

instructors would be selected based upon specific
requirementy. Fungctlons of the master instructor
would Include classroom observation, review of
course objectives, and team teaching. It is
further recommended that during the appfentlce
semegter that bl-weekly conferdncs be held and
attended by the Dean, divisiod director, master
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Trustee
Retreats

Administra-
tive
Seminars

Upprading
Professional
Credentials

Statf

Hotreats

instructors and new staff to assess Ilmprovement

and share concerns.

Responsiblility:  Deans and Division Directors
Cost: $900

an annual pro
fied by the questionnalre responses 1s
trustee's concept of his role. In-service dis-
cussion on povernance and representation should
be included in future retreats. New trustees
should be Intreduced to the Collepe through a
sories of pre-service activities.

Responsibiliry:  President
Cost: 51,500

Seminars dealing specifically with management
effectiveness and communications should be

designed for administrative personnel. Such
seminars should be prepared and led by consultants.
The cost of the seminars would depend upon con-
sultants' fees and length of the program. |

Responsibility: President
Cosr: 5500

Prafessional staff membe
the trade competency examination should be
encouraged ©o do so. Those staff members who

ra who have not passed

requlre vo
the appropriate certification. Professional
staff members lacking any detree should be
encouraged to pursue the Associate degree. 1t Is
further recommended that staff avail themselves .
of the sabbatical, after five vears of sevvice,
to varn a baccalaureate degree.

Ruspunsibility:  Faculty and Adwministrative
Supervisar
Cost:  Figured in Contract - Tuition Reimbursement

when -the Parkes property has been properly deeded
and development of the property is complete, it
will provide an fdeal serting for working retreats.
Pre-service programs for new staff might be held

at the site. Volunteer workshops, discussion
sroups, administrative seminars--all of thess2
activities might profit from a change of scenery.
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Responsibility: Administrator and Scaff
Development
Cost: 52,000 Annually

INCENTIVES

Credit should be allowed on the salary point
gystem for training programs which do not carry
academic credit value. Currently the contract
allows points for credit courses only. Impli-
cations of this recommendation and the deter-
minatlion of point value should jointly be con-
sidered by management and faculty bargaining teams.

Responsibility: Ad Hoc Committee for Review
of Point System '
Cost: Not Appreciable

To provide motivation for professional staff to
engape in developmental activities, rank should
be made more meaningful--as is appropriate in any
academie community. During the past three years,
promotions have been erretic and minimal. It is
recommended that the Employment, Promotion, and
Tenure Committee research this matter and possibly
review the qualifications. The rank status of -
administrative personnel must also be considered.
As the fipures indicate on the rable summarizing
rank and degree, there 1s a disparity in the

Responsibility: - EPT Committee and Administrators
Cost: None

It is recommended that better use be made of
taculty meetings. In order to encourage greater
attendance, the College hour should be changea to
3:30 pm on Tuesdays with an hour and a half block
of time. Possible programs might feature half-
hour presentations concerned with teacher-
rounseling designed by the professional counselors,

»f presentations and/or demonstrations by
learning resource personnel, reports by divislcns
on on-going developmental programs, f .ums dealing
with philosophy and goals of the Community College
presented by the administration. The Staff
Development Committee would assume the responsi-
bility of scheduling and advertising these

presentations. .- v,

-
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Responsibility: Desans and Staff Development
Cost: None

To respond to the expressed desire to upgrade
personal credentials and to solve the problem

of distance and travel time, it is recommended
that an in-service program be offered to provide
opportunities for earning advanced degrees on
this campus. The cooperating institution will
provide instructors and upon course completion
give resident credits. Simple registration
procedures can be instituted. One possibility
is the use of the computerized courses available
from the Penn State Mobile Unit.

Responsibility: Re

search and Development
Cost: ‘ot Appreciah

24
le

ORIENTATION

A furmal pre-zervice program for new staff for
the 1975-76 year shonld be held to:

Review philosophy and goals

Review personnel policies

Review contractual matters

Tour the campus

Review support services

To receive an explanation of faculty.
evaluation

Discuss College policy affecting academic
cOncerns

9. Discuss evaluation techniques

~d T T e

e

workshops, conferences

11. Review administrative responsibilities,

function of Faculty Senate, committee structure

12. Learn of division concerns:

a., Instructional materials
Secretarial service
Syllabi

Curricular requirements
Speclal problems

m fw oo

. Responsibility: Deans

Cost: §500
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Convocations should be more closely structured.
College philosophy, goals, and academic policies
ghould be reviewed. Division should meet to
discuss goals for the year. In
however, goals might be better set for programs,
rather than for divisions.

some cases,

'

Dean

oot

i
v}

esponsibility:
ost: 55
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D
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It is further recommended that pavt-time staff
be involved in orientation programs.

Responsibility: Deans
Cost: §500

To facilitate pre-service activities, 1t is
recommended that an audio-visual series be pre-
pared offering presentations on special topics
vital to orienting new staff. Such a series
would permit greater flexibility in pre-service
scheduling and would expedite pre-service- for new
staff hired while an academic year is in progress.
Appropriate toples can also be offered to part-
time or substitute instructors. Some of these
materials could result from the in-service programs
prepared ior faculty meetings.

esponsibility:
;52,000

Learning Resource Center

RESEARCH; RENEWAL, AND SELF-DEVELOPMENT

The College will select interested and competent ™
staff members to complete research and prepare
material related to instruction and/or curricular
development. Interested faculty will apply and

be selected based upon the merit of their proposal
and its value to the College.

Respansibility: President
Cost: $2,700 Annually

To extend the benefits of attendance at off=campus
professional meetings, it is recommended that
participants report to their colleagues within the
division. The report could become part of the
agenda of division meetings.
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\ Supervisor
Not Appreciable

Responsibllity: and Administrative

Cost: -

As a means of changing attitudes, strengthening
self-realization, and improving inter-personal
communications, it is recommended that a groun of
representative staff meet with each other and/or
outside professional facilitators to discuss
topics related to instruction, curricular, aun-
carecer and academic faculties. Each member of
this group might then lead a series of discussion
groups on the same topics with other staff members.
It is recommended that an objective third party
is necessary in view of the sensitive nature of
the problems for discussion.

It is rccommended that there be wider use of
College facilities for group and persomal develop-
ment activities. The physical education facility
and its equivalent might be made more available

to staff.

Responsibility: Coordinator of Physical Education
Cost Not Appreclable

Travel experiences afford both educational and
renewal opportunities, The College should study
possibilities and arrange charter and package

travel plans. These could be offered to the full
College community, including all staff and students.

Responsibility:

Asslstant Dean of Community
Education
Not Appreciable

Cost:

To answer, on a limited scale, the need for improve-

‘ment of instructional skills and for upgrading of

technical skills it is recommended that duplicated
copies of pertinent articles be sent around the
College. These articles may be ''discovered” by
any member of the staff who can direct "hem to the
appropriate division director. The dircutor can
cireulate a copy among the appropriate faculty

" members, and maintain a copy within a file to

become part of a professional library. A collection
of books relevant to a specific discipline for use

2381
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by instructors [s alse recommended for each
division as well as instructional audio-visual.
materials,

\r'T
CI

Responsibility: Division Dir
Cost: $200

The College will play an active role in Initiating .
a staff development program for Pennsylvania
community colleges.

Responsibility: Deans
Cost: 51,000 Annually

Within each division, one or two instructors
should gain through in-service preparation con-
ducted by learning resources personnel or outside
consultants, sufficient ability to prepare for

the division an audio-tutorial program. The
materials would become part of a division learning
laboratory and would employ the principles of
competency-based instruction. The availability

of these materials would permit more efficient
allowance for academic deficiencies and diversity.
of student ability resulting from the open door ’
policy of admissions. _In addition of these
facilitators, the College should compergate them

. for the preparation of each module. An approximate

$150 per module might be a reasonable figure.
Such a project should become a summer's activity
so as.to permit the facilitators ample time.

Responsibility: Deans and Division Directors
Cost: 510,000

Should -the financial climate allow or should there
be available funds through a grant,. it is recom=
mended that the Callaga employ a Staff Development
Officer.

Regponsibility: Presid~nt
Cost: $18,000

PUBLICATIONS

The Special Assistant to the President should issue
a monthly bulletin publicizing staff development
activities conducted by various divisions,
activities: engaged in by individual staff as well

‘as notes of more personal nature. This bulletin
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may be a means of furthering the integration of
the faculty :nd should carry information with
mors detail than other in-house‘bulletins,

Responsibility: Research and Development
Cost: Not Appreciable

For the benefit of new and returning staff, data
vital to their functions as part of the College
commfinity must be updated and published. A
revised Faculty Handbook should be published con-
taining information concerning policy, committee
structure, rank requirements, etc. The current
handbook is outdated and of little use to faculty.
Responsibility: Employee Relations and Ad Hoe
Committee
Cost: Not Appreciable

For all areas of development--administrative,
technical, academic--it is recommended that
potential advantage of programs offered by other
institutions be surveyed and published. Con-
sideration should be given to such schools as
Rochester Institute of Technology, Drexel, Temple,
and Lehigh. A continuing informdtighal program,
published in the monthly bulletin, would be
beneficial to staff,

Responsibility: Rescarch and Development
Cost: Not Appreciable

Individual faculty attending conferences or work-
shops might tape keynote .speeches or discussion
sessions on topics of interest to colleagues.
Commercially prepared materials can also be
utilized for in-service programs or for self-
improvement .,

Responsibility: Resecarch and Development

Cost 1976: 55,000

EXCHANGE FOR DEVELOPMENT
B I 2
As part of an onpoing staff development program '
and within limits of available resources, The

Williamsport Area Community College strongly

supports the establishment of a variety of faculty
and administration exchange programs with educa-
tional ‘institutions, government, and business and
industry within the State of P%Fnsylvania, the

. 286
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United States of America, and with foreign

countries. The program called "Exchange for

Development' aims to strengthen each Lnstitution

expertise, training, and operational models.

Responsibility: Dean of Postsecondary Instructionnl
Services ‘
Cost: 5500 Annually

AR Profeassional Individuals or teams should be oncourapeed to visit
Observations madel . institutic to ohserve and review a special

interest ar

{nstructor i3 intended primarily for conference or
profession ! mecting attendance and is inadequate.
It is recommended that the Deans survey their
faculties well in advance of budget preparation to
assess interest in this activity and to determine
the cost. Tho decision of scheduling visits and
personnel involved would remain with the Deans.

ea, The currently budgeted 5100 for each
.
!

Resp@nsibilit?z Doins
Cost: $1,000 Annually
6C  Teacher A program affording staff{ the opportunity to
Exchange participate in an exchange pr .oram {u either foreipgn
schools or schools within the nation is recommended,
Responsibility: Dean of Postsccondary -
: | “Instructional Services ‘
Cost: 5500 i '
6D Emplovment © To permit thé Collepe to render service to those
. of Interns persons wishing te paih experience In the community,
: ' collepe and at the same time to pain the henefit
of {resh ideas and aprroaches, it is recommended - '
e that an inteﬂﬁship program be instituted. Both
h teaching and iadministrative interns misght be
utilized, | '
:‘
Respongibilivv: . Presi ..ot and Deans
Coat: $4,000 .
~Note: Inherent to all of the fdrmal: in-service programs 1Is the need
for sound evaluation apparaius to gadpge value, propricty, and
interest as a means of dgigrmin%ng ﬁubsgqhgnt PUO T aGa .
{
& i
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L. Two-fold Purpose of the Development Program
The TEC-wide FSD program has a two-fold purpose: first, to pro-
vide those activities designed to improve each empl
skills, and proficiency in his or her present posit
him or her for opportunities for advancement within areas of service
of the State TEC System; and, second, to provide the faculty and
staff with opportunities to develop new and/or upgraded professional
and personal competencies to fulfill the TEC system's commitment to
meet educational, occupational, and cultural needs of the variety of
students as they prepare for occupational and citizenship responsi-
Biliries,

oyee's knowledge,
ion and to prepare

i Lol

Participants in the Development Program

The TEC-wide FSD program is designed for both faculty and staff.
Faculty and staff are terms interpreted to include teaching faculty,
administrators, and other noninstructional em:loyees such as clerical,
maintenance, janitorial, and auxiliary personnel. FEach full-time
employee of the State TEC System, classified or notnclassified, with=
out regard to sex, age, religion, race, color, or national origin,

may pafticipatL in thg program, subject only to restrictions inherent

3. Activities for Development -

The diverse programs which comprise the State Technical Education
System make it essential that the faculty and staff development pro-
gram be both flexible and comprehensive. Multiple approaches,
therefore, are necessary through diversified, though related, activities
within the common domain of in-service development.

In the FSD program the term activity is chosen to represent a

urse of action to achieve a specific objective (outcome). In-
~rvice activities that are separate in“action, time, and piace, but
re of the same kind, type, or purpnse are classified in combination,
rming a "Devel@ment Activity Unit'" (DAU). The DAU general title
.overs an over-all, inclusive strategy to actualize a general FSD
objective.

nr—m\ﬂd ] ﬂ
U"’lm

genefal appfaach tc the spaciflc abgectlues af the EDmprhEﬂSlVE FSD
design. The permitted FSD activities for each clasgification are
listed with brief descriptions of their nature and purpose.

(1) Postsecondary Education
Formal courses on campus or off campus, credi r noncredit,
postgraduate or undergraduate, without tuition reimbursement
or with tuition reimbursement in total or in par’t:i pursued
independently or as a part of a curriculum leading to a
degree, diploma, or certificate.

o
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Formal in-scrvice study envisions first identifying competencies
and expertise needed but lacking, and then affering members of the
faculty and staff opportunity to develop knowledge and skills chrough
of f-duty formal study financed by the FSD funds. This formal study
may be utilized by persons taking courses at a postsecondary insti-
tution within commuting distance, or by the TEC institution estab-
lishing an "On-campus University" by providing instructors for
courses needed by a number of faculty and staff. These courses may
be taken primarily for upgrading or for upgrading and degree credit,
but in either case should be chosen to bring a high rate of return

in terms of improved competercies and performance of faculty and

(2) On-campus Short Courses
(=3

Short courses to improve skills in instruction, plannirg,
decision making, task execution, multi-media use, con-
{inuing education courses, with or without CEUs.

Short courses on campus may be planned and promoted by divisions,
departments, or areas of service, to provide employees opportunity to
upgrade knowledge and/or skills. On-campus instructors or:instructors
from other institutions or leaders from business and industry may be
provided through the use of FSD funds. If properly planned and
approved, Continuing Education Units (CEUs) may be awarded for these

short courses.

(3) On=-campus WGﬁksthS]nginafS/Caﬁfg:enges/Ingﬁitqtes
Consortia with other institutions or intra-institutional
workshopns, etc., on campus, with or without consultants,

with or without CEUs.

5

On-campus residential workshops, etc., can be used effectively as
opportunities for faculty and staff to stay current in knowledge and
skills in their subject, technical, or service areas, and as oppor-
tunities to participate in activities that will upgrade their atti-
tudes and competencies in developing and using new insights, improved

instructional materials, and innovative teaching or working methods.

Good judgment in scheduling, planning, and follow-up activities
and evaluations are, of course, necessary for effectiveness. Short-
term or long-term consultants may be provided through the use of FSD
funds. Optimum utilization of the consultant's expertise should be
directly related to specific objectives, objectives which are des-
cribed to the consultant prior to his or her visit. CEUs may be
awarded if the workshops, etc., are properly planned and approved.

(4) Off-campus Workshops/Seminars/Conferences/Institutes
Consortia with other institutions or inter-institutional
workshops, etc., off campus, with or without consultants,
with or without CEUs. :

0

w



Priority shall normally be piven to on-campus institutfon-wide
or group in-service actlvities. However, consortid or workshaps, etc.,
with other institutions, especially THC ot similar dnstitutivng
offer opportunities for upprading, articulavion of educational pro-
grans and purposes, and helpful conmnication. Attendaace at out-
state teglonal and national wotkshops nay be provided from 3D funds
under linitations, but should be reserved for key persornel who will
make a report to enployees in his or her are of service.

(3) Professional Societies

Memhershgggauas and travel.

fach employee is encouraged to participate in a professional
society clasely related to his or her area of service ot specially.
Yembetship fees and travel expense to attend neetings are allowed
wder specific linitations.
(4) Educational Field Trips
Field tring to 15 and other institutions and to buslness
and industry,

Pield trins inctude visits to other TEC institutions, to comu-
nity colleges, to selected senior colleges and universities, and tr
business and industry. Rach type of t:Ap should include a carefully
prepated plin for observation and for postvisit evaluation, The visit
may use peer seninars with TEC personnel or conferences vith super-
visors andfor officers {n dustry or business for the exchange of
inrorpation and ideas, Visite to other TEC institutioas--in-state
ot out-state=-can be plamed for representatives of one technology
to visit a sinilar technology in another TEC institution

Visits to secondary schools shonld be considered [n the formu-
Tation of the institution's program. Such visits, if properly
planned, will facilitate articulation with the secondary schools in
voeat lonal education service areas and will also promote faculty
and staff development.

(7) 5D Resource Center

0, Hduwcational supplies and equipnent.

The on-campus FSD resource center constitutes an upgrading station
for the exclusive use of faculty and staff, The center should contain
awmqﬁmmmﬁﬂmgngM@ﬁaMmmaﬂma@
area of instruction, audio-visual catalogs and guides, cassettes for

professional training and developnent, educational, journals, books
and guides for planning lnstructional strategles, ard such other
resources deened necessary. In addition, the center nay Include
specialized equipnent essential to the F8D sctivities and to imo-
vative instructional application, Equipment purchased from FSD funds
nay not duplicate nor replace available equipment nor meet regular

fnstiturional equipnent needs.

ERIC ~

= 2 J |

fona | Taeawe
ndary eduet fon or work witl bisinesa or industry,

Tdueational Leave, as distinguished fron of[-duty activities, s
interpreted to nean pernission to be absent from work or duty o
pursue an educational objective. The educational ebjective may be
(1) participation in postsecondary courses of studys whether on the
undetpraduate or praduate level, ans for wliich degree eredit s or
is not given, and pursued independently or as a patt of & curriculun
leading to a cortificate, dipioma, or degree; o the educationsl
abjective may he (2) participation in an upgrading work experience
with business o industry to improve techrological knowledge and
siills, Edweational fvawe is granted only for the actual tera of

the aetivity,

Provisions for educational leave zre set forth in the policy
Jocument of the State Joard for Technical and Comprehensive Education
under the title: "Hducational Teave Progean for South Careling
Technical Edueation Svsten," Information mav be obLained from the
F3D coordinator, (FSD HANGAL, pp. 21-33.)

CRITERTA FOR PAXTICIPATION

hctivities in the TSD program are selected and approved on the
basis of promise of benefit to the State TED Systen, its Institucions,
and faculty and staff. Therefore the TEC otganization, whether insti-
rution or central office, must have professional staff empovered Lo
adninister and conrdinate the schedule of activi.les to assure that
both the activity objectives and the FSD criteria ave met. Institu-
vional and individual records must be maintained and kept readily
avatlable for reporting and auditing procedures, The FSD coordi-
qatar and the FSD connittee ate specifically charged with the
responsibility for leadership aad conttol of the program

L. Selection of Participanis

Tn the selection of participants for in-service development
serivities the folloving factors shall be considered:

(1) Length of prior service,

(2) Past perfornance reviess,

(3) Denonstrated conmitment to the objectives of technical-
pecupational education,

(1) Need/value of upgrading training for job performance,

Q)QMHmMMMﬁMEMMﬁHMmMMﬁmE
State TEC Systen for the upgrading training proposed,

(6) Possible distuption of participant's area of service
furing activity, and

(1) Funds available for proposed activity. -

991



O

ERIC

Aruitoxt provided by Eic:

266

2. Scheduling Off-duty Activities

Employees are encouraged to schedule their parsonal development
activities during off-duty hours if possible, but if this cannot be
done, the employee may request a change of work schedule for the
approved activities. The employer may alter the employee's work
schedule, if so doing will not interfere with the normal, efficient
operation of the employee's duty area.

3. FSD Budgeting Limitations

In planning the FSD program and budget, priority shall normally
be given to institution-wide or group in-service activities. 1In

planning -the FSD budgets of individuals, funds shall be allocated
among the faculty and staff.

widely and objectively

e individual will contribute not only
his or her time f : ities, but that he or she will con-
tribute both time and money for certain activities of his or her
plagtam It (Jﬂnnt be a%sumed that the FFD p[opfam can prnvidé

ment activities. Th& fundlng prVlSanS Df the FSD pf@gram are
designed to assist the employee in his or her development, but the
primary responsibility is upon the individual to qualify for
increased competence and productivity aad the benafits therefrom.
Limitations, therefore, en individual FSD activity expenditures shall
be enforced at the institutional level and at the state level, pri-
marily in relation vo tuition reimbursement and to out-state travel.

(1) Formal Courses. An employee who takes an approved course
under provisions of off-duty activities may receive reimbursement
for tuition and course related fees, in total or in part, for satis-
factory completion of the course. Satisfactory completion of a
course is interpreted to mean 'B'" grade or higher for graduate or
postgraduate study, or 'C" grade or higher for all other study. All
other expenses, including activity fees, graduation fees, travel,
cost of books and supplies, etc., shall be paid by the employee.

Re - nbursement for tuition for approved credit courses shall normally
be limited to one course per quarter or semester per individual,
with reimbursement limited to three approved courses (9 semester
hours or 13 1/2 quarter hours) per fiscal year. The amount of reim-
bursement per credit hour shall not exceed the highest rate charged
for equivalent credit by the state-controlled four-year cnlleges

and universities of South Carolina.

In order to insure that a reasonable return is gained from tue
investment of development funds in continuing study, the employee
who leaves the employment of the TEC system shall be required to
make repayment of all amounts paid for reimbursement for courses
completed within the last nine calendar months prior to leaving.
Ordinarily; repayment will be by deduction from the final com-
pensation payment.
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Reimburscment for off-duty out-state FSD travel
shall normally be limited to one approved trip per fiscal vear.®
State regulatiéﬁs”fﬁlating to travel and subsistence shall apply to
all FSD travélfégﬁﬁéstaﬁé and in-state.

(2) Travel.

(H Pr@fe551nnal SDCILtléb Each employee who desires member—
ship in a professional society shall submit a written request for
approval of membership, naming the society and the amount of dues.
To be reimbursable, the affiliation with the society shall be
personal membership (not institutional, political, civic, or social)
and shall be an approved activity of the FSD program for the insti-
tution. Reimbursement for dues’, travel expense to attend meetings,
and nther expenses related to membershin shall be limited to an
amount specifically approved in the annual FSD budget of the insti-
tution. The veimbursement for dues in professional socleties shall
aot exceed $50 per individual within a fiscal year.

4. OQperation of the F5D Program

The effective operation of the ¥5D prougram, individual and
institutional, requires procedures which are clearly understood
and carefully implemented.

(1) Program Planning. Planning is a vital responsibility in
the FSD program. Developing the program has its unique motion ele-
ments moving from onv level of input to the next and accumulating
information, experience, and understanding. It is for this reason
that individual faculty and staff should be familiar with the FSD
program and how it works--its purposes, its limitations, its pro-
cedures. The effective role of FSD can be assured only by effective
coordination through communication, leadership, and broad involve-
ment of faculty and staff. The planning process, therefore, involves
the creation of "a climate" for recognition, respect, and encourage-
ment of development activities.

Program planning, including budgeting, involves the assessment
(audit) of both needs and resources. This process should include
input from both faculty and staff members including knowledgeable
persons who have expertise in collecting, tabulating, and inter-
preting data. In addition, the planning process must include making
an inventory of resources (people, funds, materials, space, equip-
ment) available to meet identified needs. :

In order to design a comprehensive FSD program for the institution
it is necessary to obtain, organize, and disseminate in-service
development information to faculty and staff. The FSD program

*#The out-state restrictilon does not apply to group travel in *
institutional vehicles when t 21 and subsistence are not charged to

FSD funds, nor to travel covered by restricted-sponsored FSD funds
from gifts and grants.
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sliould be a sharing experience of both information and action.
Opportunities should be given for individuals to explore the concept
of in-service development in relation to their personal needs and
aspirations and in relation to the needs and purposes of the insti-
tution. It appears, therefore, that institutional workshops or
in-service development--the task force approach--are a requisite
for program design and-implementation,

(2) Program Sudgeting. The preparation of the FSD budget is
a planning and control device in the management of the program--the
planned allocation of funds to meet the planned activities of the
program. The criteria for the allocation of funds are, first, the
n;éds assessment pfiaritiés aﬁd SLg@ﬂd thé availabilitv Df fund;;

EXPEHdlLUEES for tham bL madg w1th CDnSideatlDﬂ @E the ggtal
financial resources for the entire program.

The FSD polic cy adopted by the State Board for Technical and
Comprehensive Education makes provision for funds for the program
in this Statemant

Each institution of the State TED System in its unitary budget
and plan of operations shall allocate funds for a program of
faculty and staff development. To augment and support this
allocation, the State Board for Technical and Comprehensive
Education shall incorporate within the system budget request

to the State Budget and Control Board adequate funds for faculty
and staff development for the State TEC System. A supplementary
allocation of state funds shall be made to the institutions on

a matching-funds "dollar by dollar" basis whereby the institutions

will receive a supplemental allocation of state funds equal to
the amount ailocated to faculty and staff development by the
institutions from normal revenue sources.

(3) FSD_Proposal and FSD Report Forms. Two sets of forms are
established for use in the operation of the FSD program--the propos
forms and. the evaluation and report forms. The complete guidelines
for using the forms are given in the FSD l..NUAL. Names and purposes
of these forms have been established. Information and instructicns
for understanding and using the forms are given in the operational
guidelines set forth belaw A summary description of the torms
follows.

r*

FSD Manual Proposal Appllcatian Forms. The proposal application
rms in order of occurrence are as follows:
1, Program Proposal Application--consists of proposal title
age with signatures, followed by the proposal narrative,

2, Activities—-provides description of each activity under
ecific activity titles, and
FSD-3, Estimated Budget Summary--provides breakdown of estimated

D

revenue and estimated FSD expenditures,

""E
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FSD Bvaluation and Status Report Forms. The evaluation and

status report fulmq in order of occurrence are as follows:
FSD-4, Evaluation and Status Report of Activities--consists

of institutional evaluation and status yreports of activitizs

under specific activity titles, ’
FSD-5, Budget Summary--provides breakdown exhibit of revenues

received and committed and of expeiditures made for each and
activities, ands

Program Evaluat1aﬁ-—prmv1155 summary exhibit of statu

and institutional evaluation of each and all activities af
FSD program for the year.

el

Dygldtlﬂnil Guidelines

. A correct approach is ne Qgssafy for satisfactory operation of the
FSD program. Insight and uniformity will be gained after experience,
but certain objective guidelines are inherent in the organizational
nature of the program.

(1) Program Proposal. The purpose of the program proposa al is
to assure a comprechensive and viable TEC-wide program of FSD
activities. The institutional proposal is prepared on an annual
basis by the FSD coordinator under the TEC-wide format which is com=-
posed of the forms FSD-1, FSD-2, and FSD-3. The completed forms are
submitted in duplicate to the FSD coordinator of the TEC system.

FsD-1, Proposal Title Page. The FSD- 1 program preposal form con-
sists of the title page with necessary signatures, followed by the
narrative summary of program plans for the year.

for either individual activities or unit activities (DAUs). The use
sration of the activity application is of utmost importance.

FSD-2, Activity Application.® The FSD-2 form provides description
1

It is mandatory that each FSD activity be covered fully by an
activity application (FSD-2) made by an individual for himself or by
a supervisor on behalf of a group. The application may be made on
either the standard FSD-2 form or on an in-house form prepared for
institutional use but requiring the essential data. These individual
and group applications must be kept on file for accountability--
records, reports, FSD documentation (audit).

Special attention should-.be given to the identification of

"specific need" and "outco.ue expected. " This requires answers to
certain questions. First, "Why was this particular activity chosen?"
Next, '"What outcome (what ability) (or what skills) (or what knowledge)
is expected from this activity?" Asked another way, ''What is the
evidence that the objectives have been met?" The applicant(s) should
be able to say, "At the end of this activity I (we) shall be able to
" in relation to a need in a functioral job area in TEC. These

= s
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statements deseribe anticipated results and provide a basis for
[

r
measuring success and value,

The FS§D=2 activity applications, which accompany the program pro-
osal, must be prepared on the standard FSD=2 form and submitted to
the State TEC System FSD coordinater for actipn (approval, modification,
or disapproval). This form calls for adequate activity identification,
purpose, and estimated cost. 1In most instances, application will be
entitled as a DAU, e.g., postsecondary education, professional
géglgtLgs, FSD resource center, etc. Consequently very few FSD-2
>plications will be submitted to the state FSD coordinator, although

app
tha local institution will have accumulated a number of individual

activity applications compiled to male the DAU.

The information which must be included on each activicy appli-
cation (individual or DAU) is as follows:

Ingtitution name

Activity title

Activity date(s)

Activity location--city, state

Number of pafcicipants

Name of individual or group

Specific need

Qutcome EKPECEtd—=ﬁbjECt1VF§ ED be accomplished
Estimated cost (see chart of accounts below)
Signature--applicant, FSD coordinator

Date submitted, Date approved

Activity narrative (mandatory if DAU)

- FSD-3, Budget Summary. The FSD-3 form gives a FSD budget summary
}f *Eciﬂated income ffDm normal revenue sources and matching ailo-
t1 on-of state funds and of estimated expenditures for the various
~tivity applications. The summary lists activities by DAU titles,

" h total estimated expenditures for each (without breakdown into
count classification). This budget summary is submitted with the
nnual program proposal and serves to govern FSD expenditures during
"he fiscal year.

S VI
L ﬂlu‘

L

rts The annual FSD program report is composed
ions, ut111zing three forms.

S

\!—“

FSD-4, Activity Evaluation and Status Reporet. A;separatg report
for each appfcyed activity appllcatlan (FSD=2) must be made. The
FSD-4 should be completed at the time of completion of an activity

by théfiﬁaiv1dual par lpant or by the sqperviscf of the group of .

Eéftlﬂigéﬂts.

Evaluatloﬁ criteria are set in the FSD-2 activity application by
che individual applicant or by the supervisor of the group of appli-
cants as the predetermined measures by which the outcome should be
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judged; the measure to which a given activity accomplishes Lts end
(outcome in relation to coat) 1s the basis .of accountability. The
FSD-4 report, therefore, conéists of two parts: ‘
Funds Data.  BEach application for activity approval (FSD-2)
includes an estimate of expenditures for the activity; each
evaluation and status report (FSD-4) must give the actual
cost of the activity. The compilation of data from individual
activity reports will give the data for a DAU report (FSD-4)
by the FSD coordinator. This data will be reflected in expendi-
tures recorded in the fiscal year budget summary (FSD-5).

Activity Status and Evaluation. The status and evaluation
report provides for a detailed report of status and evaluatdion
of each activity. An adequate narrative must be attached to
the FSD-4 report, giving the evaluation of the activity. The
participant's narrative should document briefly but adequately
the results/outcome of the activity. The institutional narrative
should include data such as list of participants, titles of
courses, names of professional societies, and/or other appro-
priate information. This DAU report information will be
reflected in the annual institutional evaluation of activities
(FSD-6).. ’

FSD-5, Year—-end Fiscal Budget Summary. This document provides
bhreakdown exhibit of funding sources (revenues allocated and
committed) and expenditures made for all activities of the fiscal
year ended on June 30. All expenditures reflected under FSD=5
column designated "Approved (FSD-2)" must be consistent with approved
line itéme on the application for DAU approval (FSD-2) and the
actual expenditures reported on the DAU evaluation and status report
(FSD-4). This report will also reflect funds budgeted for .
restricted-sponsored FSD activities described in an application
for activity approval (FSD-2). Restricted-sponsored revenue should
be disclosed to the extent expended during the report period. The
FSD-5 carries DAU titles with costs for each listed by account
numbers. N '

FSD-6, Annual Institutional Evaluation of Activities. This
report provides a summary.exhibit of status and institutional .
evaluation of each and all activities of the FSD program for the fiscal
year. The report lists all DAUs by title, and provides information
covering activity status, evaluation, and actual costs. The
evaluation criteria are set in a "Key for Institutional Evaluation
of Activities."

(3) Use of Forms and Account Numbers. 1In making activity
applications and evaluation and status reports, each member of the
faculty and staff stould understand and be prepared to use the
standard forms and the current FSD chart of accounts. Given on the
following pages are copies of the forms established for use in

‘)
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preparinyg the FSD propesal and the TSD reports.®* Following the
forms are exhibits of 'Development Activity Titles (DAUs)," with
account numbers applicable to each, and a summary statcnent covering
"FSD Accounting--Number, Title, Explanation."

The TSD program proposal for the institution is composed of the
FSD-1, the FSD~? for each DA, and rhe FSN-=3., Twn copies of the
proposal are submitted, ow or before July 15, of the fiscal year, to
the state FSD coerdinator. After review, one copy will be returned
to the institution FSD coordinator.

The annual FSD report for the institution i
copy of the FSD-4 for each DAU, one copy of the
of the FSD-6, This repore i -

or before August 15, following the end of the fiscal vear.

omposed, of one
D-5, and one copy

ate ¢S50 coordinaror on

ig made to the

The state coordinator for the FSD program will prepare an annual
report, with exhibit by institution. The institutional reports
(F5D-6) will provide the information for the state TEC System report.

*Blank forms are provided separately to the FSD coordinator for
multiple reproduction as needed. The established forms are to be
used in the institutional FSD proposal and FSD reports.

i
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-6 FACULTY AND STATF DEVELOPMENT PROGRAH

TINSTITUTION
e My 1, 19 toJune 30, 19
ANVUAL TNSTITUTIONAL EVALUATION OF ACTIVITIES

Number  Status of Success of  Value of ~ Total
Title and Objectives of Activity (DAU) of Activity; Activitys  Activity:  Cost

FOSTSECONDARY EDUCATION

O

Formal courses on campus or off campus, credit
or noncredit, postgraduate or undergraduate

L

Short courses to improve skills in
instruction, continuing education courses | . L
ON-CAMPUS WORKSHOP/SEMINARS/CONFERENCES/

" INSTITUTES | ,

Consottia or intrainstitutional workshops, ete. . L .

INSTITUTES

- Consortia or interinstitutional workshops, etc. . - L _

PROFESSIONAL SOCIETIES
Memberships, dues and travel o . o . .

~ EDUCATIONAL FIELD TRIPS

Fleld trips to TEC.and other institutions

and to business and industry S . L o
FSD RESOURCE CENTER | | ’ -
Educational supplies and equipment L L L . o
EDUCATIONAL LEAVE ’ | *
Postsecondaty education or work with
business or industry

010 N T most§

(Note: See Key for Institutional Evaluation of Activities)

Enployees G, 1P, NC Rate 3 to 0 Rate Jto 0 To-Date

L ELE

J0]
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FACULTY AND STAFF DEVELOPMENT PROGRAM

SOUTH CAROLINA TECHNICAL EDUCATION SYSTEM
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‘(Not Completed -

Activity has been completed. (Completed - C)
Activity 1is in progress and will be continued.
Progress - IP)

Activity never started or started and abandoned.
NC)

(In

Success of Repcrted Activity (Check item which most accurately.

describes the institutional evaluation. )

Achieved objective; desired outcome essentially
realized; considered highly successful by
participants.

' Considered moderately successful; worth time aﬁd
~ money; outcome considered worthwhile by
participants.

Cannot be evaluated at this time - activity still
in progress; operating according to plan.

Not successful; was planned but abandoned; approach
must be revised if the activity is to be repeated.

Value of Activity (Check item which most accurately describes the

institutional evaluation.)

Very valuable; activity highly recommended for FSD;
well worth cost of time and money.

Marginal value, yet worth repeatling with better
direction and participation; worth the cost of time
and money. _ .
Neutral value - must completely revise approach if
repeated; not worth the cost of time and money.

Not recommended; benefits disproportionate to costs;
not be repeated.
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DEVELOPMENT ACTIVITY TITLES (DAUs)

ot

In-service development activities that are separate in action but
of the same kind or type can be classified in combination, forming
valapment Activity Unit (DAU) under one general title - an overall

tegy to actualize a general objective.

POSTSECONDARY EDUCATIDN

Formal courses on campus or off campus, Ctédit or noncredit, post-
graduate or undergraduate, without tuition reimbursement or with
tuition reimbursement in total or in part, pursued independently
or as a part of a curriculum lzading to a degree, diploma, or
certificate. ‘ i

Tuition Reimbursement

Salaries Paid to Visiting Instructors

ON-CAMPUS SHDRT COURSES

Short courses to improve skills in 1n5tructicn, planning, decision
making, task execution, multi-media use, ccntlnuing education
courses - with or without CEUs.

Salaries for VlSLEing Instructors

ON-CAMPUS WDRLSHOPS/SEMINARS/CDNFERENCES/INSTITUTES

Consortia w1thguther institutions or intrainstitutional workshops,
etc., on campus, wlth or without Qﬂﬁsulﬁants, with or without
CEUs.

Educational Consultants - honornria, travel and subsistence
Educational Supplies

Registration Fee (if applic cable)

OFF- CAMPUS WORKSHOPS/SEMINARS/CONFERENCES/INSTITUTES

Consortia with other instltuitans or interinstituticnal workshops,
etc., off campus, with or w;thcut cansultants, with or without CEU.
Travel and Subsistence

Registration Fee

PROFESSIONAL SOCIETIES
Membership dues and travel.
Membership Dues

Travel and Subsistence

EDUCATIONAL FIELD TRIPS

Field trips to TEC and other institutions and to business and
industry.

Travel and Subslistence

FSD RESOURCE CENTER

Educ.ational supplies and equipment.
Edi catlonal Supplies

Educational Equipment

303
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8. EDUCATIONAL LEAVE
- Postsecondary education or work with business or industry.
Salaries (Stipend)

FSD ACCOUNTING - NUMBER, TITLE, EXPLANATION

SALARIES ' 8
Salaries of visiting instructors for on-campus courses (not
honoraria for consultants). This account covers l stipend

(salary) for Educational Leave (substltute s salaty not allowed
from FSD funds.)

TRAVEL AND SUBSISTENCE !
Authorized institutional travel expense for individual or group
for approved FSD activity and approved in conformity with state
law governing mileage and per diem. (Travel expense for attendance
at institutional association | meetings or commuting expense for
educational courses or for work experience is not covered under
FSD: funds.)

EDUCATIDNAL CDNSULTANTS
, Honorari:
{campus canscrtla Ttavel fDr Qonsultants musﬁ be charged t@ this
account.

" EDUCATIONAL SUPPLIES
Educational supplies for upgrading station, Faculty and Staff
Resource Center, for use' exclusively for faculty and staff

development, e.g.; professional journals and books, professional
LdugéLiDﬂ mudul&s, and cassettes. This accgunt covers alga

canfeténces/institutes but not rasts of persanal baaks and
supplies, entertainment, ''coffee breaks," etc.

PROFESS IONAL: MEMEERSHIPS
Individual membership dues of professional societies (not civic
nor political organizations). Authorized travel cost within
limits set by the institution for attendance at meetings of
professional societies,

TUITION REIMBURSEMENT

Tuition for approved postsecondary courses, in total or in part,
and course related fees, 1f any. (Reimbursement is not allowed
for travel, cost of books and supplies, and incidental fees.) -

This account covers also registration application for off-campus
-workshops/seminars/conferences/institutes. Registration fees to
cover incidental expenses for on-campus workshops, etc., whether
in consortia or intrainstitutional may be covered by this account.

SuU i
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EDUCATIONAL EQUIPMENT ) ‘
Expense of educational equipment iéﬁréstriﬂtad exclusively to
purchase for FSD Resource Center. Equipment must be specialized
equipment which is essential to faculty an’ staff development
and must be used in an innovative application. It may not
duplicate nor replace available equipment nor meet regular
institutional equipment needs., Special justification must
accompany application for purchase approval.
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FACULTY ANL STAFF DEVELOPMENT PROGRAM
FLORENCE-DARLINGTCN TECHNICAL COLLEGE

INTRODUCTION

In-service faculty and staff development has been a' strong
policy at Florence-Darlington Technical College since the institu-
tion began operati-ns in 1964. All means and methods available--
within budgeting lisitations--for in-service training have been
employed for the -.cofessional development of faculty and staff,

Now, with the initiation of a new TEC-wide program for faculty and
ststf development, Florence-Darlington Technical College will be
able to fulfill more appreciably its ever-expanding needs in the
area of professional development for its instructional and adminis-
trative personnel in keeping with budgetsrv provisions under the

guidelines of the new TEC-wide program.

The program for faculty and staff development at Florence-

Darlington Technical College has two primary goals: (1) to assist
 faculty and staff to upgrade the competencies, both personal and
professional, required in their present positions so thev may
fulfill more ably their commitments to quality education in the
South Carolina Technical Education System, and (2) to ‘provide means.
by which faculty and staff personnel may increase their capabilities-
and knowledge in order to enhance their possibilities of advancement
within the TEC system.

The phrase "faculty and staff" is considered to cover teaching
faculty, administrators, and other non-teaching personnel such as
those concerned with clerical, maintepance, and janitorial areas,
as well as auxiliary employees. Each full-time employee of
Florence-Darlington Technical College, classified or non-classified,
without regard to sex, age, religion, race, color, or national
origin, may participate in the program, subject only to restrictions
inherent in particular activities and to budgeting limitations.



JUSTIFICATION OF FSD
PRIORITIES OF EMPHASIS

|

It is believed that, in the best interests of professional
development at Florence-Darlington Technical College, “initial
emphasis should be placed on using funds budgeted for professional
development to subsidize payment of tuition for reimbursable
course work in post-secondary education, payment of dues for ‘
membership in profegsional-Societies, and funding of workshop- - -
seminar related expenses.’-These three activity areas seem most
vital at present to the professional development of faculty and
staff at the institution. ’ ‘

In regard to the subsidization of course work in post-
secondary education, a survey of éppféximately 58 full-time faculty
members in January, 1975, revealed that 12 of the number had no
post-secondary degree at all; 3 had an Associate degree; 18, a
Bachelor's degree; 23, a Master's degree; 1, a Master's degree
plus 30 hours; and 1, a Doctor's degree. At the level of 48 full-
time administrators, 30 had no post-secondary degree; 13 had an
Associate degree; 6, a Bachelor's degree; 7, a Master's degree;
and 2, a Master's plus 30 hours. From these statistics, 1t is
obvious that taking course work leading to a post-secondary degree
is urgent for numerous faculty and administrative personnel, with
the priority of funding to be received by those with no post-
secondary degree for reimbursable course work leadin; io a degree.

. Secondly, the use of funds budgeted for professional develop-
ment’” to pay dues for membership in professional socleties hardly

needs justification. Through meetings of professional societies
and organizations--and through publications sponsored by such

_ groups--the individual faculty member or administrator is kept
abreast of the latest developments in his particular area: These

developments may include new equipment, new methods, and new

techniques for upgrading instructional or administrative procedures.

Workshops and seminars, from long experience in academia,
have rheir own special value in the process of upgrading and
updating faculty or administrative personnel in their specific
areas. Whether short-term or longer-term, whether local or else-
where, well-organized yorkshops serve the immediately practical
purpose of bringing together faculty and administrative personnel
with consultants who are specialists in their particular fields
.for the rapid dissemination of information on the latest equipment,

~ 'methods, or techniques in individual instructional br adminis-

trative fields. These workshops have been found to pay rich
dividends of professional development.
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FACULTY AND STAFF DEVELOPMENT PROGRAM
FLORENCE-DARLINGTON TECHNICAL COLLEGE

July 1 to June 30
BUDGET SUMMARY

ESTIMATED REVENUE

Allocation from Normal Revenue Sources  $17,102.00
Supplemental Allocation from State

Funds ' 17,102.00
Total $34,204.00
Other Income - Capitation Grant ~. _2,500.00

Total Estimated FSD Revenues $36,704.00

ESTIMATED EXPENDITURES

From Institutional and State FSD Funds-

Activity:
1. Workshops/Seminars/Conferences/
Institutes

2. Professional Societies

3. Post-=Secondary Education -
Off-Campus

4, Contingency

Total

-», From Other FSD Income - Gifts,
- Grants, Etc.
Actigiﬁjz .
National League of Nursing
Workshop :

Total Estimated Expenditures
\
\




/ FACULTY AND STAFF DEVELOPMENT PROGRAM
FLORENCE-DARLINGTON TECHNICAL COLLEGE

INSTITUTION
7/
APPLICATION FOR ACTIVITY APPROVAL
*Activity Title Wcrkshaps/Seminars/Ccnfergnces/Institutesﬁoff Campus

Activity Date(s) July 1-June 30 __ Activity Locationrﬂtq,be_apganggd

_____Name of Individual or Group_Staff & Faculty

Number Participants

Specific Need: Improvement of technical skills, teaching

techniques, and administrative techniques. e

Outcome Expected (objectives to be accomplished): To maintain

currency in technical areas, upgrade teaching techniques, and.

improve administrative prccedutes as,felated_;a pertinent admin-

_distrative and academic areas; to grow prafessionally Qy receiving,

_assimilating, and d;ssegéquiqgwtbgiskills and kncwledges made

available by consultants at workshops, seminars, gpnferggégsifggdf

B instiﬁgﬁégVhelﬁfgfficampqs.; i,,, e
ESTIMATED COST: Approval
N Requested Other  __ Total
Salaries’ o v $ . $S $
Travel 16,029.00  16,029.00
Educational Consultants e e
Educational Supplies T
Professional Memberships - . o -
Tuition Reimbursement - T —
Educational Equipment . - o
Total Estimated Cost ' ' $16,029.00 $ $16,029.00
Total Approved v $;§7029,DD -
(By Director FSD, State Boatd) ——
Approved:

(Applicant's Signature, as (Coordinator's Signature)

appropriate)

Date_ : .

Date ’ )
*(Please “1ist each saparate accivity on separate activlty EhEEE,
This

ccgah narraﬁive and gpggific dacumentatinn as appropriate,

ic : 309




JUSTIFICATION FOR FSD FUNDING -
FOR WORKSHOPS AND SEMINARS

The Allied Health Division emphasizes the fact that much new
and detailed technical information pertinenmt to paramedical and
paradental areas may be acquired iny in handséan setiings WD%E~

or new areas af knowledge represent ﬁhe best mathod Df passing this o

information from expert to instructor to student. In the past,
workshops, practicums, and seminars have regularly been invaluable
for technical-skill development, and the Allied Health Division
places third priority on FSD funding for this area. The Business
Division places second priority on workshops and seminars, citing
specifically the helpfulness of Gregg Workshops and Accounting
seminars. The Engineering Technology Division places no less than
fiiﬁt priarity in- Ehis area of FSD funding, menticning the need
»;Dmputarized a@ricultural prﬁducgian, and Eomputerized dfafting.
The General Education Division gives third priority to funding for
workshops and seminars, emphasizing the two-way exchange of inno-
vative ideas through the hearing and sharing of new information in
workshops and seminars organized in specialized fields. The
Industrial Tfadeg Division considers these activities as the most-
important gnes in professional development for instructional
personnel in that particular division, mentioning the value of
Workshopg’ in Machine Tool Technology, Automotive Technology, Air
Conditigning, Aircraft, and Communications and Industrial
Electronics. The Industrial Trades Division, therefore, gives
first /priority to workshops and seminars. The Continuing Education
Diviséan places third priority on workshops and seminars in
specialized and relevant subjéects for reasons paralleling those
Expfessed above.

310
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~ FLORENCE-DARLINGFON- TECHNICAL COLLEGE
INSTITUTION ——

AP LICATION FOR ACTIVITY APPROVAL

*activity Title East=§econdary Educatl@n EAfojCaﬁpgs e

P

, : - ) ] 7
Activity Date(s) July 1-June 30 Activity Location to be arranged

Number Participants_  Name of Individudl o¥ Group Faculty & Staff - -

Specific Need: to upgrade staff and faculty academically .

Outcome Expected (Dbjectiues to be accomplished): _Acquisition of

Associate and/or Bache lof‘sfﬁegrees byAggnfdegrgggzgggsqgggl;,

s Degrees or

77§pr;h3t_gpspﬁgta§pate'ﬁé{kﬂby those with Bachelor'

Master's Degrees; enrichment of management techniques and proce- _

_dures on part.of staff; enhancement of instructional procedures

and management techniques through keeping current and innovative

_on part of faculty. o - ) -

ESTIMATED. COST: ~ Approval ,
T - Requested _Other _ Total

Salaries L S , s s

Travel = ~.. : - ] e

Educational Consultants , e R
Educational Supplies - e _

Professional Memberships

Tuition Reimbursement ;;;;QSSfpﬁ - Vi2;6§556®

Educational Equipment - -

tal Estimated Cost $12,085.00 §$ . $12,085.00
. —— =

1 Appruved _§}éi9§igl;
y Director FSD, State Board) D
Approved:

(Applicant's Signature, as (Coordinator's Signature)
appropriate)

Dace B ‘ . Date . I

*(Please list each separate activity on sepafate activity sheet;
attach narrative and specific documentation as appropriate. This
form may be reproduced as needed.)

il
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US IFICATION FOR FSD FUNDS
FOR POST-SECONDARY EDUCATION

[

In the Allied Health Division, the major interest in post-
secondary education relates to the post-baccalaureate level, since
most instructafs therein alfeady possess'a bachelér's degree.

' paﬁed in the near future, pattlcularly in regard to acireditatinn
by the National League of Nursing (NLH). Allied Health faculty
members are college oriented, and FSD can and should reimburse
them for course work leading to advanced degrees. ‘The Business
Division personnel are composed of four instructors with master's
degrees, six with bachelor's, and one with an associate degree.
Post-secondary course work is being pursued by seven instructors

> 'at present The pflnrity of FSD funding in Ehé Business Division

in paszksecandary educaclcn leadlng_ta a degree. The Engineering
Technology Division places second priority on post-secondary
courses which include training in teaching and counselling
prlnclples through courses in education, as well as programs such
as USC"s APOCEE:program, through which the d;visionalspersannel
may enrmll in ¢ourses in their specialty areas. In the General
Education Division, instructors, to be proficient in their
academic fields, should have master's degrees, as recommended by
the Southern Association of Schools and Colleges. Four divisional
instructars are cufrently putsuing caufse wcfk towafd magtEf's

pfloflty nf Eunding Eof felmbursemenﬁ Df tultiDn‘ The“Industrial
Trades Division places second priority on post-secondary education,
with a number of the instructors needing associate degrees. fheir
post-secondary programs should include both practical college
courses and college courses in teacher management. The Continuing
Education Division-places First priority of FSD funding on reim-
bursable tuition for courses ‘leading to post—=secondary degrees,
beginning with those persomnel who  may not have abtained ‘assoclate

degrees as yet.’

. B2
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FLORENCE erth STON TECHNICAL

INSTITUTION
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APPLICA ION FOR ACTIVITY APPRDVAL ]

*Activity TitleiiﬁPfgfgssiopq;uchiegigs;

Activity Date(s) July 1-June 30 Aécivjty Location_Not Applicable

o

Number Partici?aﬁts,74;mgﬂame‘of Individual or Group_Staff & Eggplt§ .

Specific Need: _ Eggéag; ﬁi;h!ggg:rgr@ups and,prpfgss;gﬁalrgf@ups;w

nEEd to keep current and iqnoya;igg;ﬁh;oughfpub;izgtigqs sponsored

by prcfegsignal societies, as well as regular meetiogs.

Outcome Expected (DbjEEthES to be ECE@mPIIShEd) _To maiﬁtainii;gi

_currency in technical and pfafessional‘ski;lsgrgaiemg;qgfignoi

¢ ' : !

i\l-'ﬂ

ify

vative ideas in management and instruction as feasible; to cilar

and seek sal tions to management or instructional problems common

=

to various administrative and academic areas.
_t ous nistrl. nd acade reds.

L

ESTIMATED COST: =~ ‘ " . Approval
n S’ o . Reguested ) ‘otal
! Salaries ’ ‘ $ 5 $
) Travel s o ;
Fducational Consultants ) N
" Educational Supplies -~ ) , _ ’
ProEessignal Membérships . 3,090:00 I __3,090.00

"~
I
I
]
‘\
Q
1 r
joy
m
Lo ]
3
o]
L
o
s

Educational Equipment T -
Total Estimated Cost ' $.3,090.00 $  $ 3,090.00
Total Appfoved .

(By Director FSD, State Board $ -3,090:.00 _ ;
Aéprcvsd;:
(Applicant 8 Sigﬁature, as ;7fé@araiﬁéégr‘s'Siéﬁétufé),77
appropriate) - '
pate . pate e

*(Please list each’ separate activity on sepafate accivity sheet;
attach narrative and spé;ific documentation as appropriate. This
form may be reproduced ds needed.)
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IHSTIFTCATION FOR 1'5D FUNDING
FOR PROFESSTONAL SOCIETY MEMBERSHIPS

With repgard 1o the value of memberships in professionat
yocicties, the Allicd Health Division gives FSD funding in tnis
area sec od priority, because of the imperative nced for instruc-
tional jcrsomnel in paramedical and paradental arcas to keep
abreast of new knowledpe and new techniques in their respective
fivlds.  Professional societies, through peer-proup meetings and
, provide means by which members may become updated
quickly cone gzjing now developments in paraprofessional areas.

The Business Division places third priority on funding for member-

publication

W

\H\

ship In professional!socicties, with emphasis on organizations in
the accounting, business, and secretarial areas. The Engineering
Technology Division also gives third priority to professional
membership dues, emphasizing the conviction that engineers (and
enginecring technicians) should, as a minimum, hold memberships in
the American Society of Engineering Education, along with memberships
in their own disciplinary societies. ASEE provides excellent
peer-group meetings and literature pertalning to educational
techniques as well as technical applications both academically and
technically oriented. The major disciplinary societies provide
pecr-group meetings and literature which are primarily current'and
technically oriented. The General Edication Division places second
priority of FSD funding on professional society membership, citing:
the value @f mQEtlngs and publications of professional societies

in Engll’h h matlcs, sclence, SDLlal SClEﬁCE snd criminal

'prnfpcs1onal mamherShip dues, adding SUEh att1v1ties as nevs

letters and plant tours as supplementary to regular periodicals
and meetings. The Continuing Education Division gives second
priority to membership dues, emphasizing the value of related

peer-group meetings -and publications in specialized areas. o
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FLORENCE=DARLINGTON TECIHNICAL COLLEGE

APPLIGATTON FOR ACTIVITY APPROVAL

- On~-Campus

STTTUTTON

Short Courses -

Avitivity Date(s) July l-Junc 30

Number Pargicipants

Specific Need: Improvement of

18) Name o

technical skills, teaching

Activity Location F-D TEC Campus

F-D TEC Sta

ff

Individual or Group & Faculty

_techniques, and administrative procedures.

Outcome Expected (objectives to

in technical areas, upirida

teaching mcthods,

se accomplished): To keep currer

lt -

and improve adminis-

trative techniques; to cultivate professional growth by bringing

onsultants to the campus to hold workshops, seminars, conferencces,

EnTTMATFD COST:

- Balaries
Travel
Educational Consultants
Educational Supplies
Professional Memberships
Tuition Reimbursement
Fducational Equipment

Total Estimated Cost

Total Approved
(By.Divector FSD, St

Approval

Requested Other Total

5 ~ 5 5

600.00

~1,200.00 __ ____ _1,200.00
~_200.00 B _200.00

$ 2,000.00

32,0

‘\”CJ«
ra)

Approved:

Date__

(Cccrdlnacnf s Slgnature)

Date - - -

*(Please list each separate activity on separate activity sheet;

attach narrative and specific documentation as appropriate.
torm may be repraduced as needed.)
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JUSTIFLCATLON FOR FSD FUNDING
FOR SHORT COURSLES ON=CAMPUS

As indicat rative for wo. kshops,

seminars, conferences, and ,
such activities, which are often referred to as short courses, is
widely recognized. [t follows that such short courses on campus
provide economical FSD activities that benefit more administracive,
staff, and faculty persounel at less cost.

d in the jus

mpus, the value of

nutflde consultants to exchange innovative ideas, new

and improved methodology in the various administrative
5 ;”atfuLELDﬁﬂl fields. Through this type of FSD activity,
administrators and faculty keep current in their own professional
areas. Administrative techniques, technical skills, and teaching
techniques are improved through the dissemination of knowledge

from consultant to workshop participation in on-campus short

courses,

courses on campus enable peer groups to meet with

All the divisions-=Allied Health, Business Administration,
Engineering Technology, General Education, Industrial Trades, and
Continuing Technical Education—--have placed high priority on shoret
courses, which certainly include all such activities held on-campus
(as well as those off-campus). Works hops, seminars, institutes, and
conferences held on-campus are economical as well as beneficial.

. 31v
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APPLICATION FOR ACTTVITY APPROVAL

Capitation

*Activity Title Workshops sponsored by NLN or ~ ANA to be paid from

Fast Coast or

,,,,,,,,,,,,

Activity bate(s) July l-June 30  Activity lLocation Gulf States

Nursing

Number Participants 10 Name of Individual or Group_ lnstructors

up with current trends in Associate

NDegree Nursing education in the U, §.
B —_— S — P - - S — o e e R o R TR S S e -

Outcome Expected (objectives to be accomplished): To become aware

of new curriculum developments and methods oi implementing these

~developments in curreni programs; compare scores of students on

~_NLN achievement tests and State Board exams with prEV1DL5 groups

~of students; to maintain clinical competency; cgﬁ£§afn methods of

adapting the ADN curriculum to the needs of LPN's. .

ESTIMATED COST: Approval

Total Estimated Cost $ 2,500.00 §

Requested __Other ~__Total

4
-
A

Salaries s 8 . ,iffif

Travel e _—
Educat ional Consultants _2,000.00 _

Educational Supplies - L _ o
Professional Memberships - - Vﬂi,”fﬁ,

Tuition Reimbursement ~ 500.00 - _500.00
Educational Equipment ;:7 - o ”ﬁ,fﬁ

§ 2,500.00

Total Approved

(By Director FSD, State Board) $ 2,500.00

§
i

Da

(Coordinator's Signature)

appfﬂprlate)

te - __ Date_ R -

*(I'.case list each separate activity on separate activity sheet;

.ttach narrative and specific documentation as appropriate. This
form may be reproduced as needed.)
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A TWO-YEAR ASSOCIATE DEGREEL
IN :
VOCATIONAL-TECHNICAL TEACHER EDUCATION

Eugenio Basualdao
Edward €. Mann
Tennessee

The need for relevance in oducation expressed through the unrest
in Lhe wid and late 60's led Marlaund (1971) to ask the question "what
is right and wrong with education in America today and what can be
done to build on our .irengths and eliminate our weaknesses?" He
proposed to strengthen and refashion education through better utili-
zation of the available resources. Thils Federal support, with voca-
tional education at its core, has encouraged substantial federal and
state legislation calling for changes and expansion at the local level
in the delivery of manpower and vocational education services.

Federal funding for vocational-technical education now includes
monies for: construction of vocational-technical facilities;

expansion of instructional services for special groups; personnel

.development; and research and development of new methods and tech-
"niques for the delivery of services.

The expansion of vocational-technical education services in turn
has increased the demand for additional qualified vocatlonal teachers.
One recent survey estimated a deficit of more than 5,000 vocational
educators in the’ United States (Briggs, 1970). Because of the imple-
mentation of the career education concept which offers elementary
students amplified opportunity to develop and secondary career aware-
ness students more exploration and preparation in the trade and
technical education areas, shortages of vocational educators may
already have surpassed the 1970 estimate. If these conditions are
prevalent then additional teacher preparation programs of good
quality are imperative, :

Traditionally, many state vocational education boards have con=
tracted with four-year colleges and universities to provide pre-
service and in-service vocational teacher preparation programs. In
many states, this was done on a geographic basis. Some vocaticnal
leaders feel such an approach fails to maximize the in-service
teacher training effort that is so sorely needed in vocational edu-
cation. The traditional approach has made it difficult for the
in-service teacher to enroll in related area ccurses that could
simultaneously provide opportunities for personal and professional

-development,

318
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One alternative to this dilemmn i3 to provide an associate
buth the pre=service and in-service vocatlonal-
Ideally, the program would be offered av two-

depgree program for
technical teachers. ¢
yewr, postsecondary institutions within commuting distance of the
students. These two-year proprams would work cooperatively with
state boards for vocational education and with other colleges and
universities of Tering vocational teacher education programs thereby
assuring quality programs needed by the vocational schools being
served, reducing duplication of services, and maximizing articulation
between assoeiate and baccalaureate degree programs througbout that

state,

being among the leaders in providing statewide
onal opportunities in the schools, there has

been a constant shortape of qualified vocational-technical teachers.

This problem will be compounded h the implementation of the State

Comprehensive Vocational Educatiou Act of 1974 which has a goal of

making vocational-technical courses available to 50% of the ninth

through twelfth grade students and 5% of the adults. It has been

estimated that there would be a need for 1,528 additional teachers

in Tennessee by September, -1978, to meet these expanded programs in

just grades 9-12. .
In addition to the demand rising from the need for new vocational-

technical teachers, a recent survey of 548 teachers in twenty-six

area vocational-technical schools, three technical instituces, and

nine community colleges revealed that sixty-five percent (356) of

personnel were enrolled in or planned to enroll in teacher edu-

on programs. Over fifty percent of the teachers lacked any formal

e teaching experience and did not hold a state teaching

cate. More than two-thirds of the teachers indicated that

g in the following areas was ''mecessary' or 'very necesgsary'

r teaching careers: curriculum development; writing of per-
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objectives; writing of course outlines; selection of teaching

testing and evaluation techniques; laboratory shop organi-
student motivation; student in* raction in new activities;
gnosis of learning problems (B- wn, 1974).

o]
1]

[
ju’
[P
Ll

needs of both current and future pre-service and in-service teachers,
and these programs must be offered within commuting distance for the
teachers in the field. 1In the past, vocational-technical teacher

education programs have been offered at designated colleges and uni-

versities that have not always been accessible to teachers in the
field. This situation limited the opportunity for many teachers to
pursue studies leading to a degree which would enhance their pro-
fessional development and improve the quality of their classroom
teaching. :

Vocational-technical teacher education programs must meet the
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In an attempt to remaedy this situation, the State Technical
Institute at Memphis with the support ot the Stace of Tennessee
Dapartment of Education, Division of Vocat lonal-Technical Education,
implemented a two-year associate degree program in vocational=-
technical teacher educarion. This program can serve as a vehicle
for professional improvement by encouraging teachers to work toward
receiving academic certification in exchange for the time and effort
that they expend. With the two-year associate Jegree program, '
teachers can enroll in courses for developmenr and improvement of
their teachiag skills and at the same time work toward fulfilling the
requirements for an associate degree.

cope of the State Technical

Iﬁstitutéréf Memphis

The State Technical Institute of Memphis was created as a mandate
of the Tenncssee General Assembly under House Bill No. 633 which

A regional technical school shall be established by the State
Board for Vocational Education in such location or locations

as it may deem necessary to provide technical training and said
regional technical school shall function as a two-year terminal
training center for the purpose of (a) training engineering
technicians for industry, and, (b) preparing the student to earn
a living as a technician or technical worker in the field of
production, distribution, or service. In addition, the Voca-
tional Education Act of 1963 and the Vocational Amendments of
1968 require state-wide planning in vocational-techriical edu-
cation to include institutional objectives and mission as well
as individual student occupational objectives.

The State Plan for Vocational-Technical Education approved by
the State Board for Vocational Education on November 4, 1971, stated
that: ' '

It shall be the mission of the.State Technical Institutes
during the five-year period (1971-76) to continue to solidify
and to improve the programs now in existence and to add pro-
grams of study in the fields of engineering, physical science,
and computer science technologies to meet the needs of the

area served by each institute, the intent of the Legislative
Acts, both State and Federal, and the policy statements in beth
criteria and objective above. In addition, the State Technical
Institutes shall work and cooperate with other institutions

to establish in vocational-technical education an open-ended
curricula to allow students at any level to enter employment

or to continue formal education with minimum disruption or

loss of credit. In no instance shall the objective, content,
or practices of the State Technical Institute programs indicate
its primary purpose to be a feeder to a baccalaureate program.

320
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College transfer credit shall be, at fhesgt, only a by-product
of the technology program. State Technical Inscitutes are to
be Certificate and Associate Degree granting institutions and
the growth into or the offering of a baccalaureate degree
program is not the wission of Tennessee's State Technical

Institutes.

[
e

evelop and maintain minimum standards for each technology
‘ered., The minimum standards of the technical institutes
to give primary emphasis to the serving of Tanﬁesgee's
istrial needs for technicians in the Tields of study
ffered by the institutes. This mission has generated and
1

shall be the mission of the State Technical Institutes to
1
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iil continue to pgenerate the exceptional acceptance that these
programs now enjoy. It is strongly felt that if the mission
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college transfer curriculum or a wider span of vocational
training programs, the emphasis and acceptance of the present
and future technical programs by both the public and industry
would be lost in the multi-purpose, comprehensive programs of
this broadened mission.

The role and scope shall be periodically examined and updated.
If this examination points to a need for change or exception,
upon the approval of the State Board for Vocational Education,
a program may be offered even though it is outside the role
and scope of Technical Institutes, as defined above.

Due to the urgent need for qualified vocational-technical
teachers in West Tennessee, the State Board for Vocational Education,
in the Spring of 1973, authorized the State Technical Institute at
Memphis to offer the courses necessary to fulfill the teacher edu-
cation requirements which'is concurrent with the Professional

Improvement Plan established in the State Plan for Vocational
- Education.

Implementation of the Professional

Improvement Plan for Vocational Teachers

Within the spirit of the Professional Improvement Plan, the State

Technical Institute at Memphis went a step further by developing an

. associate degree program in vocational-technical education which
encompasses the courses required for state certification. This pro-
vided the opportunity for many teachers to pursue studies leading to
a degree that would enhance their professional development and
improve the quality of their classroom teaching. A two-year associate
degree program in vocational-technical teacher education at post-
secondary institutes can serve as a vehlcle for professional improve=
ment by.encouraging teachers to work toward receiving academic
certification in exchange for the time and effort that they expend.

921
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With the two-year associate degree program, teachers can enrc

[&]
in courses for development and improvement of their teaching Ekillg
and at the same time work toward fulfilling the requirements for an
associate degree, In general, individuals pursuing the associlate
degree (1) receive credit for previous skill trainiag and experiences;
(2) take professional vocational-technical teacher education courses;
and (3) broaden thelr experiences in related studies as determined

by their individual backgrounds and goals.

There are three major components of the vocational-technical
curriculum at the associate degree level, embracing a total of 112-128
quarter hours of credit: (1) the voeatio nal tEChﬂlFﬂl spegialty (48
quarter hours); (2) professional vocat atio
quarter hours); and (3) related courses (éé 52 quarLex hDUEL) b

&

I. The Vo alty (48 hours)

|..4w

ational-Technical Speci

o
m

In this component the student earns credit in his specialization

area. A minimum of 24 hours he nchieved 1n one specific

vocational-technical specialty. They may earn credit through any
~omhination of the following four mechanisms:
1. Any United States Armed Forces Institute course or test,
military service school, college level entrance preparation
test, or college level transfer credit related to a
vocational-technical specialty w hether or not offered at
a degree granting institution.
2. Formal courses, courses by independent Study§ and credit
by examination from any department offering a tec chnical

o

major in the degree granting institution w;th at least 24
ours of credit in one department.

-

La’
¥

3. A maximum of 24 hours credit may be earned for teaching
experience. One quarter credit for each 36 shop/laboratory
hours or 12 lecture hours of verified teaching experience
in each mon-duplicated vocational-technical course.

4. A maximum of 24 hours credit may be earned for work experi-
ence. Twelva crédit hcufs will be given for éach yéaf Df
Ear admlsslan, at the technlcian or jcufneyman level in a
vocational-technical specialty.

The non-traditional variety of options provides the student an
improved opportunity to fulfill the technical specialty requirements.
It encourages individuals of diverse backgrounds to enter into a
teacher education associate degree program which in turn will improve
the profession of vocational teaching.

o
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[T, Professionnl Educat fon Courses (20-28 hours)

The course work in the cducational component should he

cgned to fulfill requircments f the associnte degree, and the

vocational-technical teacher certification requirements of the state.

The followini: five courses, each for four quarter hours of
redit, would meet such requirements: Principles of VDLdEand]—

twechnieal Fducation; Currdiculum Development in Vocational-1
Education; Tnatructional Development in Vocational-Technic
cation; Vacational Guidance; Directed Voecational-Technical Education
Teaching Experience,

would be considered appropriate for
i al

An additional two courses I
vocational cercif tion to tulfill the state's vgcatianal—ﬁechnif
: They are:

requiremen
of Adult Education and

ITI. Related Courses (44-52 Quarter Hours)

]
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Graduates of such a program could be awarded the Associate of
Science or the Associate of Independent Studies. The exact title of
the degree would be dependent upon the nature of his specialization
and related courses. For example, the Associate of Science degree
could be granted to those who complete a vocational-technical specialty
in either the science or engineering area and whose related courses
coincide with the science specialization concentration or coincide
with the engineering specialization concentration. Due to the fact
that the State Technical Institute at Memphis encourages students to
enroll from non-traditional backgrounds, the Associate of Independent
Studies would be offered to these students. There would be no limi=
tation on the number of course hours transferred into the institution,
taken by indepéndént study, or credit by examination. Other sequences
sfor acquisition of the associate degree in vocational teacher edu=
cation can be dEqued '

Offering an aisa" ate degree in vocational- teacher education

[
to_current and poten tlal teachers of vocational-technical education
should make a signi E dant impact on the quality of vocational edu-
cation. It is essential that there be an adequate supply of
qualified vncatl@nal tEChﬁlEal teachers so the demands for competent
skilled craftsmen and technicians will be met.




O

ERIC

Aruitoxt provided by Eic:

Speci

296

T.

In developing the associate degree in vocaticnal-technical edu-
1tion, the State Technical Institute was already prepared for
delivering the related courses, had established many of the programs
in the specialty areas, and was only lacking the professional cdu-

cation courses., Through the itilization of prominent vocatiorial

teacher educators as cons ultantF and thtough the assessment of the

rds required by the Professional Development Plan,

seven Ccourses were determined to be most essential to prepare and

upgrade L“' ting and non-degree teachers in vocational high schools,

area vocational-technical schools, technical institutes, community
d ther qulllllLd thaunnLl for rewarding careurs as

yf vocational-technical education.

i

,-.

1d

[pd
[odN

achers in the fi
The first course, Principles of Vocational-Technical Education
c¢ludes the historical development with mphasis on the major
escribes the organization and administration of
and the planning, develcpment and use of
ourse provides a background for the
in vocational-technical =sducation

I ,,_ﬂ

in
legiglazive acts;
the different program
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course, Curriculum Development in Vocatio al-
provides for the understanding and th appli-
ic approach to curriculum development and
mphasizes trade analysis, content
jectives; student assessment,
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third LDUISE; is davoted to the develapmant Df teaghlng meghads whlch
are aimed at meeting the individual learning needs of the students.
This course is closely coordinated to the Curriculum Development
course.,

The fourth course, Vocational Guidapnce, is aimed at p ovidi
an overviecw of vocational guidance and clarifying the roles of th
vocational teacher and the guidance associate, as well as the rol
of the counselo in assisting the student in his ultimate development.
-ected Vocational-Technical Teaching Experi-
iod of actual classroom/laboratory/shop

ence. This experience will be provided in

1igh school, area vocational- technical schoo

) community college under the supervision of a
1ﬁgtructmr and the qtudent 3 advisor. Emphasig will bé

oo T
]
< B

tice teacher s Etudents. (N
Fied full-time Satisfactury teaching e;'arience may feceive

t for this course.)
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The following courses, i lLIn)u;I\ not required for the assc
sire Lo complete the vocational-

degrec, are offered for those who
Ltechnical r-wcher aducation requirements for the Tennessee Teacher!
Certificate.

Frinciples of Adult Fducation describes the nature, extent and
SLgniEiCi[ce of adult education including basie, vocational and con-
ducation with special emphasis upon adult learning and
mqthmdol@gy at both the sccondary and postsecondary levels. Tt is
desipned to familiarize the vocational-technical teacher with the
unique characteristics and the major learning problems of the adult
Emphasis will be piven te an analysis of various methods

and techniques suited to the adult learning environment. Modern
practices in planning and developing a curviculum applicable to any
vocacional-technical specialty will be pursued,

The last course mi scational=Technical Education is
devoted to the pursuit of special. problems, new trends and innovative
developments in the {ileld of vocational-technical education. Topics
and methods of presentation will vary depending upon the needs and
interests of those involved. Likely subjects will include current
practices in the areas of occupational analysis, curriculum develop-
ment, learning and methodology, management of the learning environ-

ment, cooperatlive ar
equ1pme1c and taL111 :, and youth eclub activities.

In addition to the formal cour

State Technical Institute offers a
gram for newly hired vocational tea
he State Board of Vocational Educatio
“hers attend one of the in-service

I

oot
b1
m i)

fered at two strategically located ai n £
nabling all new teachers to be w1th1n commuting di

moo
-1

II. The Faculty

the program, a well qualified group

s is required. The State Technical
vocational education faculty utilizing
us types of instructors. The first is a
selected for their sgpecific expertise in
s. The second type is a group of part-

e i r criteria to serve specific
of educators are adjunct

ugh cooperation with other

n West Tennessee.
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1I1. Cost and Motivation-
Since the State Technical Imnstitute at Memphis is a State aided
institution, the cost per course offering is held to a minimum. The
t

students- are required to pay five dollars per quarter hour or twenty

school safety, multi-media learning centers,
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dollars per course, plus the cost of the toexts. The maximum cost for
a full-time student (12 or morc quarter hours) is 555 p er quarter.
However, those students from institutions directly controlled by the
State (i.e. the area vocational-technical schools) are exempt from

the five dollars per qunrt"r hour charge.

Fact that
sional courses are Dfrcréd on a stagpgered basis. at the nine

ional schools throughout West Tennessee. In additi@n the

late degree program is offered at the Institute and at the
tion in Millington, Tennessee. The program at the Naval

yields many of the qualified vocational- -technical

to the city, county and st hools in West Tennessec.
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For those vocational instructors wishing more than the State

Certification requirements, but because of the distance to State
Technical Institute at Memphis or the Naval Air Station, the State
Technical Institute accepts all the related courses for the associate
degree taken at their nearest institution of higher education.
\
In addition to all the conveniences made possible by the State

Technical Institute, the final motivational factor was established
by the Stat; Buard for Vu;ati@nal Education through their: recommenda-

IV. Problems and Constraints

The basic problem faced in the two-year associate degree program
in teacher preparation is to convert the thinking of the in leldual
rom that of a skilled tradesman to that of a professi
he time frame of the program makes it difficult to eradicate th
strongly instilled attitudes of these craftsmen which must be con-

tantly dealt with during the program. This problem becomes evident
in the rate of turnovers occuiring within the faculty of the voca-
-ional programs. This turnover rate leads to a second problem, that
of developing a sequence of courses at the various schools which are
essential for the professional improvement of the instructors. A
constraint which further enhances the problem is that of economics.
It is the policy of the State Technical Institutes to offer courses
only when there are twelve oT more students enrolled, Although this
policy has some flexibility, it cannot be waived constantly.

ﬂ
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in the are ocational schools, the city schools, and the county
schools as we ll as the wide range of diversity in the backgrounds of
the instructors enrolled in the courses. This dlvefsiiy of backgrounds
and institutional settings creates a high variety of expectations and
needs of the instructors. For example,’ the area vacaticnal school
instructors deal largely with adults, whereas the city and county
school instructors deal with adolescents.

ther ‘problem faced by the program is that of the differences
a ]
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With many of the [uture vocational educators enrolled in the
program coming lrom the Navy, there are problems unique to Lhesc
individuals. . First of all, the Naval training programs are so
diversificd that it is difficult for the individual to make the
transiti o to the specialized vocational programs found in the

hools tecondly, the mobility of the Naval personnel requir
high degree of flexibility on the part of the State Technical
Me students receive as much

1b1e tnr work mepl el at other institutions of

higher education throughout the country.

The final problem is that a high depree of articulation will
Ileges and universities cuabling the

be neceded with four=year co

vocational=technical instructor to continue his professional develop=

ment with a minimum disruption and loss of credit.

_;p
‘I"J

V. Evaluation and Change

hree major factors used for evaluating the two-year

egree program in vocational-technical education are the

ate of the graduates, the accéptability of the program by

ptance of the program

r C 1 see. At this

time, the grﬁduﬁﬁes wha have fevigned themselves to education
he e i f e have had no problems

rther education

te
olleges and univefsitiés, and the
tors

[ ]
g
[

nomics of the technical fields
I ase ind;u1dualg seekin

gram has deVeloped. g
guidance associate pragfam * This program uses two of the vocational-
technical teacher preparation courses as i;s foundation, ‘Principles
of Vocational-Technical Education and Vocational Guidance. In

]

n
addition three other courses have been developed: a course in
assessment; placement and follow-up; a course in educational and
occupational information; and a course in techniques of counseling.
These five courses along with a pfactiiu; make up the guidance
assoclate program.
\

Summary

Offering an 2ssociate degree in vacaticﬁal ~teacher edu caEiDn
to current and potential teachers of vocational-technical edu tion
should make a significant impact on the quality of vocatianal
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education in the states and the nation as a whole. It is essential .

that there be an adequate supply of qualified vocational=-technical w

teachers so the demands of society for competent skilled crafts%én
and technicians will, be met.

v 3
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COLLEGE QT THE MAINLAND

Donald G. Bass
Texas

The Educational Development Grant Prosréégfacuses on innovative
and developmental projects and provides incentives for faculty and
staff members to undertake activities whlch w111 facilitate .student
learning.

Purpose -1

The Educational Development Grant Program serves one fundamental
purpose. This purpose is developmental work on the part of faculty
and staff members toward improving student learning.

To this end, Educational Development Services budgets, funds to
finance projedts conducted by faculty and staff members either
individually or in groups. The funds will be vsed to provide
financial “grants necessary for execution of the projects. Such pro-
jects may take on several forms, depending upan the requirements of
the specific task.

Educational Development Services shall also assist faculty and
staff with their projects by coordination of human resources with
expertise in learning theories, evaluation, print and non=print
materials, research, computer services, and system approaches to

further insure success,

Applications

Faculty and staff desiring to submit a project should define
the nature of the project and request support through an Educational
Development Grant using an application form. -This application is to
be completed and submitted to the Director of Educ:ational Development
Services after receiving the approval of applicant's respective
director or division chairman.

Preparation of the applicétian requires the answering of nine
questions dealing with needs, objectives, procedures, target group,
innovation, facilities, evaluation, budget, and future of the
proiject.



Normally applications will be accepted, reviewed, and funded
twice each academic year--October 31 and March 1. -

An application may be submitted on either date for completion
- at any tise during the college year.

Review Procedures

priate division chairman or director to the Director of Educational
Development Services,

The Director of Educational Development Services will review,
comment on form style, content, and consult with the application to
assist in revision of the application when necessary.

The Director of Educational Development Services shall submit
the final draft of the application to the membership of the Educa-
tional Development Project Committee for review and consultation with
the applicant.  The applicant is then sent to the appropriate super-
visors for review and comment.

The Committee establishes a priority ranking of all submitted
proposals and the Director of Educational Development Services shall
fund projects according to priority within budget limitations. (An
application which is not funded in the first round of evaluation may
be resubmitted on the next funding date.)

The Associate Dean for Learning Resources and Educational
Development shall contact the appropriate deans to insure compliance
with Office of Education reguirements, stated goals and objectives,
and final approval.

Funded projects are distributed.
!

Educational Development Proposal Committee Membership

by the Committee on Committees from volunteers. Membership shall be
for one college year. Fvery attempt will be made to retain two com-
mittee members from the previous year for the sake of continuity.

Representation and size of the committee may vary depending upon
the number of volunteers., It is desirable to. huve those faculty and
staff members interested in instructional development and can offer
some expertise in learning theories, evaluation, behaviorable objec-
tives, and system approaches would be members., Others may be invited
to assist in areas requiring expertise not available on the committee.
Permanent members shall consist of the Director of Educational Develop-
ment Scrvices, Associate Dean for Learning Résources and Educational
Development, Dean of Instruction, and Dean for Student Personnel Services.

ERIC |
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COLLEGE OF THE MAINLAND
EDUCATIONAL DEVELOPMENT PROJECT
FLOW-CHART

Director of EDS Disseminates
ED Applications to Pro-
fessional Staff (continuous)

Applicants Return Completed h‘. o ——

Forms to Director of EDS e l —
Consultation with
Applicant if
Revision Necessary

Review, Comment on Form,
Style, and Content of
— Applications by Director
Deadlines of EDS :

Sp: Oct. 31 — - —— , !

March 1 Director of EDS Distributes —
Fall: Applications to EDP : Consultation with
Ap. 31 Committee Applicant
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I cation to Appropriate
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; —P Deans, Directors, etc/
= - —— — for Review and Comment
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Recomnendations Sent to Dean of Planning &

Assoc. Dean for Learning » Development for Com-
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Development Educational Requirements

Review by EDP Committee

President

Appropriate Dean for
Compliance with Stated
Goals & Objectives,
Final Approval and. ) -
Distribution Associate Deans

L Directors

—{Dbivision Chairpersons

Recipients
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EDUCATIONAL DEVELOPMENT PROJECT GRANTS

CRITERIA FOR PRIORITISING

1. Highest priority will be given to those projects dealing with
College of the Mainland's stated goals and objectives.

2. Improve the quality of learning experiences that will result
in more effective and efficient use of resources.

3. A clear-cut identification of need.
4. Number of students affected.

5. Potential application to other areas of instruction or
ounseling service.

gl

6. Evaluation procedures to be employed.
7. Immediacy of application.
8. Rationale for budgetary requests.
;

Note: Equipment and capital outlay purchases are not permitted
with grant funds.
Grant proposals should not exceed $3,000, however, the
Educational Development Project Committee may elect to

exceed this guidéline amount .

Projects should be primarily concerned with the improvement
of teaching and learning at College of the Mainland.
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(What student needs will be served? / Provide
specific back-up date.)

(How will stated objectives meet needs? Are
objectives specific? Describe what it is the

project will accomplish.) ;

(Indicate in a step-by-step fashion, if possible,
the procedures to be followed in developing and
executing the project. Leave as little as
possible to the imagination of the Educational
Development Projects Committee.)

with person(s) to be affected by program? _
What students are affected? What professional
staff will be involved, if any?)

(Does the proposed project offer high prﬂmiser
for improvement over past practices? Or is it

the same old thing?)

necessary for the project?)

F(What facilities and/or alterations will be

(A detailed follow-up procedure to measure
impact of. project.)

(What equipment, supplies, consultants, travel,
clerical, and release time necessary for the
project? ‘Itemize a cost estimate.)

(Potential for addition or regular college
program and expansion to other areas?)
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MEMORANDUM ~ |

TO: ’ Faculty and Staff
FROM: Don Bass, Director of Educational Development Services

SUBJECT: PROFESSTONAL DEVELOPMENT DAYS

During the college year there are eleven days designated for pro-
fessional development. Those days in January are 7, 8, 9,:12 and
13, During the past.six (6) weeks I have been receiving from almost
every division on campus--suggestions of areas which faculty members
desire to know more about. It has been my intention to discover
these areas, and then to prepare a '"menu" of activities from which
you might select one, or more, Oor even none to participate in.

The following "entrees' are described. Where possible, I have
noted the length, place, time, and leader of the activity. Every
activity has an expected outcome, or inherent promise and you will
have an opportunity to evaluate the .experience in that respect.

Please read further.

(P.S. 1If you care to reserve a spot, tear off the last sheet and
send it to me by December 15.)

334 |
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ACTIVITIES

1. The Teleometrics experience is based on a series of feedback
instruments which are highly structured and germaine to the purposes’
of the group. The Teleometrics Trainer can ‘aid in the interpretation
of the data and there is a theory handout accompanying each instru-
ment. All instruments are self-scoring and thus even the instru-
mentation phase serves to involve the participant. i -

The Teleometrics expcrience is designed to take a full day and
is open-ended. The participating group selects by feedback and
diagnostic interest area the instruments which address the "purposes"
or goals of the participants. Examples of management diagnostics
which may be chosen are: 3 ’
=Management Relations Survey
-Styles of Management Inventory
-Styles of Leadership Survey
-~Team Effectiveness Survey
-Group Encounter Survey |
~=Conflict Management Survey

- -Change Agent Questionnaire

Lue participants meet to participate in the instrumentation pro-
cess and to experience the feedback concerning the dynamigs at play
in the division of responsibility. The instruments must be filled out
prior to the day's experience and the arrangements must be made in
advance in order that the trainer may discuss with the division leader
the problems and issues to be addressed. '

Length: One day

This is appropriate only as a "division'" activity. Over three
divisions have already done Teleometrics.

2. ngglpping;Jndiyidualiggdideulés

‘ This activity will involve learning the elements of a sound
instructional package. Participants will be able to identify those
elements in example modules. Each person will outline a personal
module which may be finished later. The beginning elements of the
written module may be developed in this session. If time permits,
members will examine modules as they exist, and as they are used

in programs on campus.

Length: Two days

Minimum number of participants is 8; 15 is the limit,
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3. Simulation

This session is designed to introduce the instructor to simulation
as learning activity. It will include a survey of research, showing
the value of simulation to the learner. Participants should bring
course documents; there will be assistance in identifying commercially
prepared simulation, and assistance in designing your own. Some
campus examples will be_used.

Length: One day
The maximum number in each of the two scheduled groups is ten.

4. Higher Level Objectives .

This session deals with practice in identifying analysis, syn-
thesis, and evaluation objectives. Participants will write samples
of these objectives. Strategfes will be provided for designing class
activities which will be appropriite for such objectives. Each
participant should brirg a course document for an analysis of
objectives; each should also have added to a document higher level
objectives by the end of the session. :

Length: One day

Participation is limited to thirteen for each of two scheduled
sessions.

5. Implementing Professional Growth and Development

This session is intended primarily for supervisors who deal with
the administration of the plan. It will deal with the intent of the
plan and the administration of it. This is a self-help, sharing, '
opportunity. It is hoped that anyone who has questions or answers
about the administration of the Professional Growth and Development
Plan will attend. Dean Mortvedt will be attending this group.

Leader: Self-help, none necesgsary
Length: 1-=2 hours
Participation is limited to twenty.

6. Infprmatién Science

ij!\

This session deals with'information channels within an organi-
zation. One should find answers to several questions:

+ What are the most eéffective channels of information in an
organization? How.do you.utilize them?
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- What are the characteristics of the organization's '"super-
communications?" :

tlme of stress? Whag channels can de:réase stress?

* When will a person be motivated to seek information? Where
‘will he seek it?

This session should be relevant not only to information science
people, but to faculty and administrators as well--anyone interested
.in 1eatﬁ1ng techniques for using and disseminating 1nformation

Length: One morning

7. Adult Performance Level

‘Adult functional competency research findings. . G

These findings have recently reviewed national attention in News-
week and television. The conclusions about how adults function in
Texas may be startling to some. ‘There will be a discussion of the
implications for educators. This session will be attended by local

1.5.D. personnel, as well as College of the Hainland faculty.

8. Institutional Goal Setting

The goal Settlng process will enable board members, adminis-
trators, faculty, students, and concerned citizens to develop
institutional goals. Decisions that this group makes will affect
the future of College of the Maihland. It is important that all
groups participate.

The process is highly stylized and is accomplished with a
simulation game--by prioritizing goals and then striving for group
agreement.

In October sixteen individuals participated; the intention this
time is to develop a group of 60-70 from all areas of the community.
A minimum of 15 faculty members will be required; maximum is 20.

The remainder will represent tommunity, board members, and student
groups.

The results of the group will be used in refining College of
the Mainland's goals,

Length: One day <,
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MODEL FOR STAFF DEVELOPMENT

FORMAT | WHO | DESIGN | RESULTS | COST

1. Professional Growth and
Development Objectives (B)

2. Self-Help . (B,C) FACULTY
3. Retreat (A,C) | - interaction analysis
4. Publication ' (B) : Simulati@n

5. Workshop, Seminar, 7 * building modules
Consultation ) (A,B,C)
. retraining
6. Group Instructional
Development Project ()] *.micro-teaching
. . )
\\ 7. Newsletter (A,B,C) * higher objectives,
\\ / ~ others -
\\é. Travel (B)
?\\ Professional
* Organizations (B)
5 .
10. Individualized .
Searches (A,B)

11. Coursework (A,B,C) | ‘:{Hk

12. Private and/0. E. :
> Institutes o (A,B,0)

13. Professional Leave (A,B) CLEARINSHGUT F
IO COLLEGES

14. Social ' ©)

15. Other

S
il

= Training ° B = Professional Information

C = Intra-Collegiate Information




